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Introduction

The Norwalk teacher evaluation committee adopted the following area of SEED:

Differentiation of levels of teacher experience in the evaluation process

Strong connections between student learning and professional growth

Collaboration in support of school improvement

The ability to consider professional growth opportunities for teachers assessment
opportunities for evaluators

Teacher Plan

In the Norwalk Plan for Teacher Evaluation and Professional Development the term teacher refers
to all certified staff (including, but not limited to classroom teachers, speech/language
pathologists, social workers, school psychologists, counselors and resource teachers, etc. The
term evaluator refers to a supervisor certified in administration and supervision who is employed
under their 092 certification endorsement.

The Norwalk Plan for Teacher Evaluation and Professional Development has been implemented
since 2012. As a pilot district, Norwalk administrators received training related to new SEED
document in addition to receiving the state Common Core of Teaching domains. Training focused
on the goal setting and assessment process to implement, collect evidence, and assess the varied
goals required by the Plan. The training also focused on developing professional growth plans,
including establishing program and school goals for improved student learning, facilitating
collaborative and peer coaching activities, identifying indicators for evaluating success and
collecting feedback from stakeholders.

Training for teachers was completed in two parts. The first part was an orientation to the plan for
all teachers at the beginning of the 2012 school year per the state guidelines. In the second part,
all teachers received information regarding how to develop the necessary goals, SLOs, IAGDs,
focus areas etc., and collect artifacts that show evidence of growth. These sessions occurred during
staff release time in 2012 — 2013. New teachers to the district receive training from principals on
developing SLOs and IAGDs.
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Teacher Evaluation and Development Model

Introduction

This document outlines the foundation for the Norwalk model for the evaluation and
development of teachers. It is based on SEED which is Connecticut’s System for Educator
Evaluation and Development.

Purpose and Rationale

When teachers succeed, students succeed. Research has shown that no school-level factor matters
more to students’ success than high-quality teachers. To support teachers, we need to clearly
define excellent practice and results; give accurate, useful information about teachers’ strengths
and development areas; and provide opportunities for growth and recognition. The purpose of the
new evaluation model is to fairly and accurately evaluate teacher performance and to help each
teacher strengthen his/her practice to improve student learning.

Core Design Principles
The following principles guided the design of the teacher evaluation model:

Consider multiple standards-based measures of performance

Emphasize teacher growth over time

Promote both professional judgment and consistency

Foster dialogue about student learning

Encourage aligned professional learning, coaching and feedback to support teacher growth
Ensure feasibility of implementation.
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Evaluation and Support System Overview

The evaluation and support system consists of multiple measures to paint an accurate and
comprehensive picture of teacher performance. All teachers will be evaluated in four categories,
grouped in two major focus areas: Teacher Practice and Student Outcomes.

1. Teacher Practice Related Indicators: An evaluation of the core instructional practices and
skills that positively affect student learning. This focus area is comprised of two categories:

(@) Observation of teacher performance and practice (40%) as defined in the
Danielson  Model, which  for teacher evaluation, articulates four domains

(b) Parent feedback (10%) on teacher practice through surveys

2. Student Outcomes Related Indicators: An evaluation of teachers’ contribution to student
academic progress, at the school and classroom level. There is also an option in this focus area
to include student feedback.

(@) Student growth and development as determined by the teacher’s Student Learning Objectives
(SLOs). One SLO is required with multiple Indicators of Academic Growth and Development
(IAGD) (no more than four) or 2 SLOs with 1 IAGD for each.

(b) Whole-school measures of student learning as determined by aggregate student
learning indicators (5%) based on school performance index.

*Goals and Objectives Using Multiple Indicators of Growth and Development

The district will use Smarter Balanced testing results, or beginning of year (BOY) middle of year
(MQY) and end of year (EQY) district assessments for the 2015 — 2016 school year. (45%) of
the Indicators of Academic Growth and Developments used as evidence of whether
goals/objectives are met shall not be determined by a single, isolated test score, but shall be
determined through the comparison of data across assessments administered over time.

Scores from each of the four categories are combined to produce a summative performance rating
of Exemplary, Proficient, Developing or Below Standard. The performance levels are defined as:
Exemplary — Substantially exceeding indicators of performance
Proficient — Meeting indicators of performance
Developing — Meeting some indicators of performance but not others

Below Standard — Not meeting indicators of performance
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Observation Process

First and Second Year
Beginning Teachers

At least 3 formal in-class observations; 2 of which include a pre-
conference and all of which include a post-conference

Below Standard and Developing

At least 3 formal in-class observations; 2 of which include a pre-
conference and all of which must include a post-conference.
Norwalk Focused Assistance and Intervention Plan if needed.

Proficient and Exemplary

Teachers who receive and maintain a performance evaluation
designation of proficient or exemplary shall be evaluated with a
minimum of 1 formal in-class observation no less frequent than
every 3 years and 3 informal in-class observations in all other years.
One review of practice shall be completed every year

The district will use the Danielson Rubric (see attachment A):

Domain 1: Planning and Preparation

Domain 2: The Classroom Environment

Domain 3: Instruction

Domain 4: Professional Responsibilities

e Formal Observations last at least 30 minutes and are followed by a post-observation

conference, which

includes  timely  written and  verbal  feedback.

e Informal Observations last at least ten minutes and are followed by written and/ or verbal

feedback.

e Non-classroom observations/reviews of practice include but are not limited to:
Observations of data team meetings, observations of coaching/mentoring other teachers,
student work or other teaching artifacts.
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Parent Feedback

Feedback from parents will be used to help determine the remaining 10% of the Teacher Practice
Indicators focus area. Provision is included for school governance council to assist in the
development of whole-school surveys to align with school improvement goals.

The process for determining the parent feedback rating includes the following steps:

1. The school conducts a whole-school parent survey is aggregated at the school level

2. Administrators and teachers determine several school-level parent goals based on the survey
feedback

3. The teacher and evaluator identify one related parent engagement goal and set improvement
targets;

4. Evaluator and teacher measure progress on growth targets; and

5. Evaluator determines a teacher’s summative rating, based on four performance levels.

Administration of a Whole-School Parent Survey

Parent surveys should be conducted at the whole-school level as opposed to the teacher-level,
meaning parent feedback will be aggregated at the school level. This is to ensure adequate
response rates from parents.

Parent surveys must be administered in a way that allows parents to feel comfortable providing
feedback without fear of retribution. Surveys should be confidential and survey responses should
not be tied to parents’ names. The parent survey should be distributed every spring and trends
analyzed from year-to-year.

Determining School-Level Parent Goals

Evaluators and teachers should review the parent survey results at the beginning of the school
year to identify areas of need and set general parent engagement goals. Ideally, this goal-setting
process would occur between the principal and teachers (possibly during faculty meetings) in late
August or September so agreement can be reached on 2-3 improvement goals for the entire
school/program.

Selecting a Parent Engagement Goal and Improvement Targets

After these school-level goals have been set, teachers will determine through consultation and
mutual agreement with their evaluators one related parent goal they would like to pursue as part
of their evaluation. Possible goals include improving communication with parents, helping parents
become more effective in support of homework, improving parent-teacher conferences, etc.
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Measuring Progress on Growth Targets

Teachers and their evaluators should use their judgment in setting growth/improvement targets
for the parent feedback component. There are two ways teachers can measure and demonstrate
progress on their growth targets. Teachers can (1) measure how successfully they implement a
strategy to address an area of need (like the examples in the previous section), and/or (2) they can
collect evidence directly from parents to measure parent-level indicators they generate. For
example, teachers can conduct interviews with parents or a brief parent survey to see if they
improved on their growth target.

Arriving at a Parent Feedback Rating.

The Parent Feedback rating should reflect the degree to which a teacher successfully reaches
his/her parent goal and improvement targets. This is accomplished through a review of evidence
provided by the teacher and application of the following scale:

Exceeded the goal Met the goal Partially met the goal Did not meet the goal

Teacher Evaluation Process and Timeline

The annual evaluation process between a teacher and an evaluator (principal or designee) is
anchored by three performance conversations at the beginning, middle and end of the year. The
purpose of these conversations is to clarify expectations for the evaluation process, provide
comprehensive feedback to each teacher on his/her performance, set development goals and
identify development opportunities. These conversations are collaborative and require reflection
and preparation by both the evaluator and the teacher in order to be productive and meaningful.

- Orientation on - Review goals and - Self-assessment
process performance : .
- Prelminary summative

assessment

- Goal-setting/plan - Mid-year formative
and development review

Goal-Setting and Planning:
Timeframe: Target is October 15; must be completed by November 15

1. Orientation on Process — To begin the evaluation process, evaluators meet with teachers,
in a group or individually, to discuss the evaluation process and their roles and
responsibilities within it. In this meeting, they will discuss any school or district priorities
that should be reflected in teacher practice goals and student learning objectives (SLOs),
and they will commit to set time aside for the types of collaboration required by the
evaluation process.
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2. Teacher Reflection and Goal-Setting — The teacher examines student data, prior year
evaluation and survey results and the Connecticut Common Core of Teaching Standards
to draft a proposed performance and practice goal(s), a parent feedback goal, student
learning objectives (SLOs). The teacher may collaborate in grade-level or subject-matter
teams to support the goal-setting process.

3. Goal-Setting Conference — The evaluator and teacher meet to discuss the teacher’s
proposed goals and objectives in order to arrive at mutual agreement about them. The
teacher collects evidence about his/her practice and the evaluator collects evidence about
the teacher’s practice to support the review. The evaluator may request revisions to the
proposed goals and objectives if they do not meet approval criteria.

Mid-Year Check-In:
Timeframe: January and February
1. Reflection and Preparation — The teacher and evaluator collect and reflect on evidence to
date about the teacher’s practice and student learning in preparation for the check-in.

2. Mid-Year Conference — The evaluator and teacher complete at least one mid-year check-
in conference during which they review progress on teacher practice goals, student learning
objectives (SLOs) and performance on each to date. The mid-year conference is an
important point in the year for addressing review progress/ concerns and reviewing results
for the first half of the year. Evaluators can deliver mid-year formative information on
components of the evaluation framework for which evidence has been gathered and
analyzed. If needed, teachers and evaluators can mutually agree to revisions on the
strategies or approaches used and/or mid-year adjustment of SLOs to accommodate
changes (e.g., student populations, assignment). They also discuss actions that the teacher
can take and supports the evaluator can provide to promote teacher growth in his/her
development areas.

End-of-Year Summative Review:
Timeframe: May and June; must be completed by June 30

1. Teacher Self-Assessment — The teacher reviews all information and data collected during
the year and completes a self-assessment for review by the evaluator. This self-assessment
may focus specifically on the areas for development established in the goal-setting
conference.

2. Scoring — The evaluator reviews submitted evidence, self-assessments and observation
data to generate category and focus area ratings. The category ratings generate the final,
summative rating. After all data, including state test data, are available, the evaluator may
adjust the summative rating if the state test data change the student-related indicators
significantly to change the final rating. Such revisions should take place as soon as state
test data are available and before September 15.
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3. End-of-Year Conference — The evaluator and the teacher meet to discuss all evidence
collected to date and to discuss category ratings. Following the conference, the evaluator
assigns a summative rating and generates a summary report of the evaluation before the
end of the school year or before June 30.

Primary Evaluators

The primary evaluator for most teachers will be the school principal or assistant principal/house
master, who will be responsible for the overall evaluation process, including assigning summative
ratings. Primary evaluators will have sole responsibility for assigning final summative ratings and
must achieve proficiency on the training modules provided.

Ensuring Fairness and Accuracy: Evaluator Training, Monitoring and Auditing

All evaluators will be trained through CES on the state model. School based training will center
on the Danielson model. Ongoing calibration is through Todd White at Phocused on Learning,
LLC. All evaluators are engaged in an inter-rater process. All evaluators view an entire lesson [at
either elementary, middle or high school level] and rate the lesson on all 26 indicators on the
Norwalk framework. The ratings are then compared to a set of scores from a national norming
committee. The norming committee is a group of 8 people who work with teacher
effectiveness. All evaluators' must receive a proficient score in order to evaluate our teachers. If
a proficient score is not received the evaluator must continue with professional learning.

SUPPORT AND DEVELOPMENT

As a standalone, evaluation cannot hope to improve teaching practice and student learning.
However, when paired with effective, relevant and timely support, the evaluation process has the
potential to help move teachers along to exemplary practice.

Evaluation-Based Professional Learning

In any sector, people learn and grow by honestly co-assessing current performance, setting clear
goals for future performance, and outlining the supports they need to close the gap. Throughout
the Norwalk model, every teacher will be identifying their professional learning needs in mutual
agreement between the teacher and his/her evaluator. This will serve as the foundation for
ongoing conversations about the teacher’s practice and impact on student outcomes. The
professional learning opportunities identified for each teacher should be based on the individual
strengths and needs that are identified through the evaluation process. The process may also reveal
areas of common need among teachers, which can then be targeted with school-wide professional
development opportunities.

Improvement and Remediation Plans

If a teacher’s performance is rated as developing or below standard, it signals the need for the
administrator to create an individual teacher improvement and remediation plan. The
improvement and remediation plan should be developed in consultation with the teacher and
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his/her exclusive bargaining representative. Norwalk will use a Focused Assistance Model and/or
an intervention model:

e Identify resources, support and other strategies to be provided to address documented
deficiencies.

e Indicate a timeline for implementing such resources, support and other strategies, in the
course of the same school year as the plan is issued.

e Include indicators of success including a summative rating of proficient or better at the
conclusion of the improvement and remediation plan.

Career Development and Growth

Rewarding exemplary performance identified through the evaluation process with opportunities
for career development and professional growth is a critical step in both building confidence in
the evaluation system itself and in building the capacity of all teachers.

Examples of such opportunities include, but are not limited to: peers modeling; mentoring early-
career teachers; participating in development of teacher improvement and remediation plans for
peers whose performance is developing or below standard; leading Professional Learning
Communities; differentiated career pathways; and focused professional development based on
goals for continuous growth and development.

Pre-Conferences and Post-Conferences

Pre-conferences are valuable for giving context for the lesson and information about the students
to be observed and for setting expectations for the observation process. A pre-conference can be
held with a group of teachers, where appropriate.

Post-conferences provide a forum for reflecting on the observation against the Danielson Model
for generating action steps that will lead to the teacher's improvement. A good post-conference:

e Dbegins with an opportunity for the teacher to share his/her self-assessment of the lesson
observed,

e cites objective evidence to paint a clear picture for both the teacher and the evaluator about
the teacher’s successes, what improvements will be made, and where future observations
may focus;

e involves written and verbal feedback from the evaluator; and

e occurs within two days of the observation.

Non-Classroom

Because the new evaluation model aims to provide teachers with comprehensive feedback on their
practice as defined by the four domains of the Danielson Model, all interactions with teachers that
are relevant to their instructional practice and professional conduct may contribute to their
performance evaluations. These interactions may include, but are not limited to, reviews of
lesson/unit plans and assessments, planning meetings, data team meetings, professional learning
community meetings, call-logs or notes from parent-teacher meetings, observations of
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coaching/mentoring other teachers, and attendance records from professional development or
school-based activities/events.

Feedback

The goal of feedback is to help teachers grow as educators and become more effective with each
and every one of their students. With this in mind, evaluators should be clear and direct, presenting
their comments in a way that is supportive and constructive. Feedback should include:

e specific evidence and ratings, where appropriate, on observed components of the Danielson
Model.

e prioritized commendations and recommendations for development actions.

e next steps and supports the teacher can pursue to improve his/her practice.

e atimeframe for follow up.

Teacher Performance and Practice Focus Area

As described in the Evaluation Process and Timeline section, teachers develop one performance
and practice focus area that is aligned to the Danielson Model. The focus area will guide
observations and feedback conversations throughout the year.

Each teacher will work with his or her evaluator to develop a practice and performance focus area
through mutual agreement. All focus areas should have a clear link to student achievement and
should move the teachers towards proficient or exemplary. Schools may decide to create school-
wide or grade-specific focus areas aligned to a particular indicator.

Growth related to the focus areas should be referenced in feedback conversations throughout the
year. The focus area and action steps should be formally discussed during the Mid-Year
Conference and the End-of-Year Conference. Although performance and practice focus areas are
not explicitly rated as part of the Teacher Performance and Practice component, growth related to
the focus area will be reflected in the scoring of Teacher Performance and Practice evidence.

Teacher Performance and Practice Scoring

Individual Observations

Evaluators are not required to provide an overall rating for each observation, but they should
provide ratings and evidence for the Rubric indicators that were observed. During observations,
evaluators should take evidence-based, scripted notes, capturing specific instances of what the
teacher and students said and did in the classroom. Evidence-based notes are factual (e.g., the
teacher asks: Which events precipitated the fall of Rome?) and not judgmental (e.g., the teacher
asks good questions). Once the evidence has been recorded, the evaluator can align the evidence
with the appropriate indicator(s) on the rubric and then make a determination about which
performance level the evidence supports.
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Summative Observation of Teacher Performance and Practice Rating

Primary evaluators must determine a final teacher performance and practice rating and discuss
this rating with teachers during the End-of-Year Conference. Within the Norwalk Plan, each
domain of the Danielson Rubric carries equal weight in the final rating. The final teacher
performance and practice rating will be calculated by the evaluator in a three-step process:

1. Evaluator holistically reviews evidence collected through observations and interactions
(e.g., team meetings, conferences) and uses professional judgment to determine indicator
ratings for each of the 17 indicators.

2. Evaluator averages indicators within each domain to a tenth of a decimal to calculate
domain-level scores of 1.0-4.0.

3. Evaluator averages domain scores to calculate an overall Observation of Teacher
Performance and Practice rating of 1.0-4.0.

Each step is illustrated below:

1. Evaluator holistically reviews evidence collected through observations and interactions
and uses professional judgment to determine indicator ratings for each of the 17
indicators.

2. By the end of the year, evaluators should have collected a variety of evidence on teacher
practice from the year’s observations and interactions. Evaluators then analyze the
consistency, trends, and significance of the evidence to determine a rating for each of the
17 indicators. Some questions to consider while analyzing the evidence include:

Consistency: What rating have | seen relatively uniform, homogenous evidence for
throughout the semester? Does the evidence paint a clear, unambiguous picture of the
teacher’s performance in this area?

Trends: Have | seen improvement over time that overshadows earlier observation
outcomes? Have | seen regression or setbacks over time that overshadows earlier
observation outcomes?

Significance: Is some data more valid than others? (Do | have notes or ratings from
“meatier” lessons or interactions where | was able to better assess this aspect of
performance?)
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3. The summative Teacher Performance and Practice category rating and the indicator
ratings will be shared and discussed with teachers during the End-of-Year Conference.
This process can also be followed in advance of the Mid-Year Conference to discuss
progress toward Teacher Performance and Practice goals/outcomes.

Teacher Summative Rating

45% - Student Growth and Development

5% - Whole-School Student Learning Indicators
40% - Observations

10% - Parent feedback

Definition of Effectiveness and Ineffectiveness

New teachers shall generally be deemed effective if said educator receives at least two sequential
proficient ratings, one of which must be earned in the fourth year of a novice teacher’s career. A
below standard rating shall only be permitted in the first year of a novice teacher’s career,
assuming a pattern of growth of developing in year two and two sequential proficient ratings in
years three and four. Superintendents shall offer a contract to any educator he/she deems effective
at the end of year four. This shall be accomplished through the specific issuance to that effect.

A post-tenure educator shall generally be deemed ineffective if said educator receives at least two
sequential developing ratings or one below standard rating at any time.

Dispute-Resolution Process

A panel, composed of Director of Human Services, teachers union president and a neutral third
person, shall resolve disputes where the evaluator and teacher cannot agree on objectives/goals,
the evaluation period, feedback on performance and practice, or final summative rating.
Resolutions must be topic-specific and timely. Should the process established not result in
resolution of a given issue, the determination regarding that issue will be made by the
Superintendent.
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Administrator
Final Summative
Rating

Outcome Rating 50*
5%
Teacher

Effectiveness
Outcomes

45%
Multiple Student

Learning
Indicators

Practice Rating 50*

40%
Observations

of Performance
& Practice

10%

Stakeholder
Feedback

Teacher
Final Summative
Rating

Outcome Rating 50*

These percentages are 45%
derived from the same Student
set of data Growth and
Development
5%

These percentages Whole-School
may be derived from Student Learning
the same set of data Indicators or

Student Feedback
Practice Rating 50*
40%
Observations
of Performance
& Practice
Survey data gathered
from the same
stakeholder groups 10%
should be gathered Peer or Parent

via a single survey, Feedback

when possible
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ATTACHMENT A
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Teacher School Grade Level(s)

Subject(s) Observer Date

Summary of the Lesson

Evidence of Teaching
Domain 1: Planning and Preparation

Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

la
Demonstrating
Knowledge of
Content and

The teacher’s plans and practice
display little knowledge of the content,
prerequisite relationships between
different aspects of the content, or the

The teacher’s plans and practice reflect
some awareness of the important
concepts in the discipline, prerequisite
relationships between them, and

The teacher’s plans and practice reflect
solid knowledge of the content,
prerequisite relationships between
important concepts, and the

The teacher’s plans and practice reflect
extensive knowledge of the content and
the structure of the discipline. The

teacher actively builds on knowledge of

Pedagogy instructional practices specific to that instructional practices specific to that instructional practices specific to that prerequisites and misconceptions when
discipline. discipline. discipline. describing instruction or seeking
causes for student misunderstanding.
Evidence
Component BELOW STANDARD DEVELOPING PROFICIENT EXEMPLARY
1b The teacher demonstrates little or no

Demonstrating
Knowledge of
Students

knowledge of students’ backgrounds,
cultures, skills, language proficiency,
interests, and special needs, and does
not seek such understanding.

The teacher indicates the importance of
understanding students’ backgrounds,
cultures, skills, language proficiency,
interests, and special needs, and
attains this knowledge for the class as a
whole.

The teacher actively seeks knowledge
of students’ backgrounds, cultures,
skills, language proficiency, interests,
and special needs, and attains this
knowledge for groups of students.

The teacher actively seeks knowledge
of students’ backgrounds, cultures,
skills, language proficiency, interests,
and special needs from a variety of
sources, and attains this knowledge for
individual students.

Evidence
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Component BELOW STANDARD DEVELOPING PROFICIENT EXEMPLARY
1c Instructional outcomes are unsuitable Instructional outcomes are of moderate Instructional outcomes are stated as Instructional outcomes are stated as
Setting Instructional for students, represent trivial or low- rigor and are suitable for some goals reflecting high-level learning and goals that can be assessed, reflecting
Outcomes level learning, or are stated only as students, but consist of a combination curriculum standards. They are suitable rigorous learning and curriculum
activities. They do not permit viable of activities and goals, some of which for most students in the class, represent | standards. They represent different
methods of assessment. permit viable methods of assessment. different types of learning, and can be types of content, offer opportunities for
They reflect more than one type of assessed. The outcomes reflect both coordination and integration, and
learning, but the teacher makes no opportunities for coordination. take account of the needs of individual
attempt at coordination or integration. students.
Evidence
Component BELOW STANDARD DEVELOPING PROFICIENT EXEMPLARY
1d The teacher demonstrates little or no The teacher demonstrates some The teacher is fully aware of the The teacher seeks out resources in and

Demonstrating
Knowledge of

familiarity with resources to enhance
own knowledge, to use in teaching, or

familiarity with resources available
through the school or district to

resources available through the school
or district to enhance own knowledge,

beyond the school or district in
professional organizations, on the

Resources for students who need them. The enhance own knowledge, to use in to use in teaching, or for students who Internet, and in the community to
teacher does not seek such knowledge. teaching, or for students who need need them. enhance own knowledge, to use in
them. The teacher does not seek to teaching, and for students who need
extend such knowledge. them.
Evidence
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Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

le
Designing Coherent
Instruction

The series of learning experiences is
poorly aligned with the instructional
outcomes and does not represent a
coherent structure. The experiences
are suitable for only some students.

The series of learning experiences
demonstrates partial alignment with
instructional outcomes, some of which
are likely to engage students in
significant learning. The lesson or unit
has a recognizable structure and
reflects partial knowledge of students
and resources.

The teacher coordinates knowledge of
content, students, and resources to
design a series of learning experiences
aligned to instructional outcomes and
suitable to groups of students. The
lesson or unit has a clear structure and
is likely to engage students in
significant learning.

The teacher coordinates knowledge of
content, students, and resources to
design a series of learning experiences
aligned to instructional outcomes,
differentiated where appropriate to
make them suitable for all students and
likely to engage them in significant
learning. The lesson or unit’s structure
is clear and allows for different
pathways according to student needs.

Evidence

Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

1f
Designing Student
Assessments

The teacher’s plan for assessing
student learning contains no clear
criteria or standards, is poorly aligned
with the instructional outcomes, or is
inappropriate for many students. The
results of assessment have minimal
impact on the design of future
instruction.

The teacher’s plan for student
assessment is partially aligned with the
instructional outcomes, without clear
criteria, and inappropriate for at least
some students. The teacher intends to
use assessment results to plan for
future instruction for the class as a
whole.

The teacher’s plan for student
assessment is aligned with the
instructional outcomes, uses clear
criteria, and is appropriate for the needs
of students. The teacher intends to use
assessment results to plan for future
instruction for groups of students.

The teacher’s plan for student
assessment is fully aligned with the
instructional outcomes, with clear
criteria and standards that show
evidence of student contribution to their
development. Assessment
methodologies may have been adapted
for individuals, and the teacher intends
to use assessment results to plan future
instruction for individual students.

Evidence
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Domain 2: The Classroom Environment

Environment of
Respect and Rapport

students, are negative, inappropriate, or
insensitive to students’ cultural
backgrounds, and characterized by
sarcasm, put-downs, or conflict.

students, are generally appropriate and
free from conflict, but may be
characterized by occasional displays of
insensitivity or lack of responsiveness
to cultural or developmental differences
among students.

students, are polite and respectful,
reflecting general warmth and caring,
and are appropriate to the cultural and
developmental differences among
groups of students.

Component BELOW STANDARD DEVELOPING PROFICIENT EXEMPLARY
2a Classroom interactions, both between Classroom interactions, both between Classroom interactions, both between Classroom interactions among the
Creating an the teacher and students and among the teacher and students and among teacher and students and among teacher and individual students are

highly respectful, reflecting genuine
warmth and caring and sensitivity to
students’ cultures and levels of
development. Students themselves
ensure high levels of civility among
members of the class.

Evidence

Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

2b
Establishing a
Culture for Learning

The classroom environment conveys a
negative culture for learning,
characterized by low teacher
commitment to the subject, low
expectations for student achievement,
and little or no student pride in work.

The teacher’s attempts to create a
culture for learning are partially
successful, with little teacher
commitment to the subject, modest
expectations for student achievement,
and little student pride in work. Both
teacher and students appear to be only
“going through the motions.”

The classroom culture is characterized
by high expectations for most students
and genuine commitment to the subject
by both teacher and students, with
students demonstrating pride in their
work.

High levels of student energy and
teacher passion for the subject create a
culture for learning in which everyone
shares a belief in the importance of the
subject and all students hold
themselves to high standards of
performance—for example, by initiating
improvements to their work.

Evidence
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Component BELOW STANDARD DEVELOPING PROFICIENT EXEMPLARY
2c Much instructional time is lost because Some instructional time is lost because Little instructional time is lost because Students contribute to the seamless
Managing of inefficient classroom routines and classroom routines and procedures for of classroom routines and procedures operation of classroom routines and
Classroom procedures for transitions, handling of transitions, handling of supplies, and for transitions, handling of supplies, and procedures for transitions, handling of
Procedures supplies, and performance of performance of noninstructional duties performance of noninstructional duties, supplies, and performance of

noninstructional duties. are only partially effective. which occur smoothly. noninstructional duties.
Evidence
BELOW STANDARD DEVELOPING PROFICIENT EXEMPLARY

Component

2d There is no evidence that standards of It appears that the teacher has made Standards of conduct appear to be Standards of conduct are clear, with

Managing Student
Behavior

conduct have been established, and
little or no teacher monitoring of student
behavior. Response to student
misbehavior is repressive or
disrespectful of student dignity.

an effort to establish standards of
conduct for students. The teacher tries,
with uneven results, to monitor student
behavior and respond to student
misbehavior.

clear to students, and the teacher
monitors student behavior against
those standards. The teacher response
to student misbehavior is appropriate
and respects the students’ dignity.

evidence of student participation in
setting them. The teacher’'s monitoring
of student behavior is subtle and
preventive, and the teacher’s response
to student misbehavior is sensitive to
individual student needs. Students take
an active role in monitoring the
standards of behavior.

Evidence
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Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

2e
Organizing Physical
Space

The physical environment is unsafe, or
some students don’t have access to
learning. There is poor alignment
between the physical arrangement and
the lesson activities.

The classroom is safe, and essential
learning is accessible to most students;
the teacher’s use of physical resources,
including computer technology, is
moderately effective. The teacher may
attempt to modify the physical
arrangement to suit learning activities,
with partial success.

The classroom is safe, and learning is
accessible to all students; the teacher
ensures that the physical arrangement

is appropriate for the learning activities.

The teacher makes effective use of
physical resources, including computer
technology.

The classroom is safe, and the physical
environment ensures the learning of all
students, including those with special
needs. Students contribute to the use
or adaptation of the physical
environment to advance learning.
Technology is used skillfully, as
appropriate to the lesson.

Evidence
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Domain 3: Instruction

Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3a
Communicating with
Students

Expectations for learning, directions
and procedures, and explanations of
content are unclear or confusing to
students. The teacher’s use of
language contains errors or is
inappropriate for students’ cultures or
levels of development.

Expectations for learning, directions
and procedures, and explanations of
content are clarified after initial
confusion; the teacher’s use of
language is correct but may not be
completely appropriate for students’
cultures or levels of development.

Expectations for learning, directions
and procedures, and explanations of
content are clear to students.
Communications are appropriate for
students’ cultures and levels of
development.

Expectations for learning, directions
and procedures, and explanations of
content are clear to students. The
teacher’s oral and written
communication is clear and
expressive, appropriate to students’
cultures and levels of development,
and anticipates possible student
misconceptions.

Evidence

Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3b
Using Questioning and
Discussion Techniques

The teacher’s questions are low-level
or inappropriate, eliciting limited
student participation, and recitation
rather than discussion.

Some of the teacher’s questions elicit
a thoughtful response, but most are
low-level, posed in rapid succession.
The teacher’s attempts to engage all
students in the discussion are only
partially successful.

Most of the teacher’s questions elicit a
thoughtful response, and the teacher
allows sufficient time for students to
answer. All students participate in the
discussion, with the teacher stepping
aside when appropriate.

Questions reflect high expectations
and are culturally and developmentally
appropriate. Students formulate many
of the high-level questions and ensure
that all voices are heard.

Evidence
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Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3c
Engaging Students in
Learning

Activities and assignments, materials,
and groupings of students are
inappropriate for the instructional
outcomes or students’ cultures or levels
of understanding, resulting in little
intellectual engagement. The lesson has
no structure or is poorly paced.

Activities and assignments, materials,
and groupings of students are partially
appropriate for the instructional
outcomes or students’ cultures or levels
of understanding, resulting in moderate
intellectual engagement. The lesson has
a recognizable structure but is not fully
maintained.

Activities and assignments, materials,
and groupings of students are fully
appropriate for the instructional
outcomes and students’ cultures and
levels of understanding. All students are
engaged in work of a high level of rigor.
The lesson’s structure is coherent, with
appropriate pace.

Students, throughout the lesson, are
highly intellectually engaged in
significant learning and make material
contributions to the activities, student
groupings, and materials. The lesson is
adapted as needed to the needs of
individuals, and the structure and pacing
allow for student reflection and closure.

Evidence

Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3d
Using Assessment in
Instruction

Assessment is not used in instruction,
either through monitoring of progress by
the teacher or students, or feedback to
students. Students are not aware of the
assessment criteria used to evaluate
their work.

Assessment is occasionally used in
instruction, through some monitoring of
progress of learning by the teacher
and/or students. Feedback to students is
uneven, and students are aware of only
some of the assessment criteria used to
evaluate their work.

Assessment is regularly used in
instruction, through self-assessment by
students, monitoring of progress of
learning by the teacher and/or students,
and high-quality feedback to students.
Students are fully aware of the
assessment criteria used to evaluate
their work.

Assessment is used in a sophisticated
manner in instruction, through student
involvement in establishing the
assessment criteria, self-assessment by
students, monitoring of progress by both
students and the teacher, and high-
quality feedback to students from a
variety of sources.

Evidence

23|Page




Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3e
Demonstrating Flexibility
and Responsiveness

The teacher adheres to the instruction
plan, even when a change would
improve the lesson or address students’
lack of interest. The teacher brushes
aside student questions; when students
experience difficulty, the teacher blames
the students or their home environment.

The teacher attempts to modify the
lesson when needed and to respond to
student questions, with moderate
success. The teacher accepts
responsibility for student success but
has only a limited repertoire of strategies
to draw upon.

The teacher promotes the successful
learning of all students, making
adjustments as needed to instruction
plans and accommodating student
questions, needs, and interests.

The teacher seizes an opportunity to
enhance learning, building on a
spontaneous event or student interests.
The teacher ensures the success of all
students, using an extensive repertoire
of instructional strategies.

Evidence
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Teacher School

Strengths of the Lesson

Areas for Growth

We have participated in a conversation on the above items.

Teacher’s signature Date

Administrator’s signature Date
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Evidence for Domain 4

Teacher School Dates
Grade Level(s) Subject(s)
Evaluator School Year -
Component Evidence Comments Rating

4b: Maintaining
Accurate Records

4c: Communicating with
Families

4d: Participating in a
Professional Community

4e: Growing and
Developing
Professionally

4f: Showing
Professionalism
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Domain 4: Professional Responsibilities

Accurate Records

records are either nonexistent or in
disarray, resulting in errors and
confusion.

records are rudimentary and only
partially effective.

records are accurate, efficient, and
effective.

Component BELOW STANDARD DEVELOPING PROFICIENT EXEMPLARY
4b The teacher’s systems for maintaining The teacher’s systems for maintaining The teacher’s systems for maintaining The teacher’s systems for maintaining
Maintaining both instructional and noninstructional both instructional and noninstructional both instructional and noninstructional both instructional and noninstructional

records are accurate, efficient, and
effective, and students contribute to its
maintenance.

Notes:

Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

4c
Communicating with
Families

The teacher's communication with
families about the instructional program
or about individual students is sporadic
or culturally inappropriate. The teacher
makes no attempt to engage families in
the instructional program.

The teacher adheres to school
procedures for communicating with
families and makes modest attempts to
engage families in the instructional
program. But communications are not
always appropriate to the cultures of
those families.

The teacher communicates frequently
with families and successfully engages
them in the instructional program.
Information to families about individual
students is conveyed in a culturally
appropriate manner.

The teacher's communication with
families is frequent and sensitive to
cultural traditions; students participate in
the communication. The teacher
successfully engages families in the
instructional program, as appropriate.

Notes:

27|Page




Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

4d
Participating in a
Professional

The teacher avoids participating in a
professional community or in school
and district events and projects;

The teacher becomes involved in the
professional community and in school
and district events and projects when

The teacher participates actively in the
professional community and in school
and district events and projects, and

The teacher makes a substantial
contribution to the professional
community and to school and district

Community relationships with colleagues are specifically asked; relationships with maintains positive and productive events and projects, and assumes a
negative or self-serving. colleagues are cordial. relationships with colleagues. leadership role among the faculty.
Notes:
Component BELOW STANDARD DEVELOPING PROFICIENT EXEMPLARY
4e The teacher does not participate in The teacher participates in professional The teacher seeks out opportunities for The teacher actively pursues
Growing and professional development activities and development activities that are professional development based on an professional development
Developing makes no effort to share knowledge convenient or are required, and makes individual assessment of need and

Professionally

with colleagues. The teacher is
resistant to feedback from supervisors
or colleagues.

limited contributions to the profession.
The teacher accepts, with some
reluctance, feedback from supervisors
and colleagues.

actively shares expertise with others.
The teacher welcomes feedback from
supervisors and colleagues.

opportunities and initiates activities to
contribute to the profession. In
addition, the teacher seeks feedback
from supervisors and colleagues.

Notes:
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Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

Af
Showing
Professionalism

The teacher has little sense of ethics
and professionalism and contributes to
practices that are self-serving or
harmful to students. The teacher fails
to comply with school and district
regulations and time lines.

The teacher is honest and well
intentioned in serving students and
contributing to decisions in the school,
but the teacher’s attempts to serve
students are limited. The teacher
complies minimally with school and
district regulations, doing just enough
to get by.

The teacher displays a high level of
ethics and professionalism in dealings
with both students and colleagues and
complies fully and voluntarily with
school and district regulations.

The teacher is proactive and assumes
a leadership role in making sure that
school practices and procedures
ensure that all students, particularly
those traditionally underserved, are
honored in the school. The teacher
displays the highest standards of
ethical conduct and takes a leadership
role in seeing that colleagues comply
with school and district regulations.

Notes:

29|Page




Self-Assessment of Practice

Teacher

School

Grade Level(s)

Subject(s)

Date

Directions: Consider your teaching practice and determine, for each component of the framework for teaching, the level of performance that best reflects your own assessment.
Circle or highlight the appropriate words, and then transfer your judgments to the last page of this form. This will provide you with a summary of your current level of practice.

The final page may be combined with materials from other teachers in your school to determine the patterns of need across the school.

Domain 1: Planning and Preparation

Component

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

la
Demonstrating
Knowledge of
Content and

The teacher’s plans and practice
display little knowledge of the content,
prerequisite relationships between
different aspects of the content, or the

The teacher’s plans and practice reflect
some awareness of the important
concepts in the discipline, prerequisite
relationships between them, and the

The teacher’s plans and practice reflect
solid knowledge of the content,
prerequisite relationships between
important concepts, and the

The teacher’s plans and practice reflect
extensive knowledge of the content and
the structure of the discipline. The

teacher actively builds on knowledge of

Demonstrating
Knowledge of

knowledge of students’ backgrounds,
cultures, skills, language proficiency,

understanding students’ backgrounds,
cultures, skills, language proficiency,

of students’ backgrounds, cultures,
skills, language proficiency, interests,

Pedagogy instructional practices specific to that instructional practices specific to that instructional practices specific to that prerequisites and misconceptions when
discipline. discipline. discipline. describing instruction or seeking
causes for student misunderstanding.
1b The teacher demonstrates little or no The teacher indicates the importance of The teacher actively seeks knowledge The teacher actively seeks knowledge

of students’ backgrounds, cultures,
skills, language proficiency, interests,

activities. They do not permit viable
methods of assessment.

of activities and goals, some of which
permit viable methods of assessment.
They reflect more than one type of
learning, but the teacher makes no
attempt at coordination or integration.

for most students in the class, represent
different types of learning, and can be
assessed. The outcomes reflect
opportunities for coordination.

Students interests, and special needs, and does interests, and special needs, and and special needs, and attains this and special needs from a variety of
not seek such understanding. attains this knowledge for the class as a knowledge for groups of students. sources, and attains this knowledge for
whole. individual students.
1c Instructional outcomes are unsuitable Instructional outcomes are of moderate Instructional outcomes are stated as Instructional outcomes are stated as
Setting Instructional for students, represent trivial or low- rigor and are suitable for some goals reflecting high-level learning and goals that can be assessed, reflecting
Outcomes level learning, or are stated only as students, but consist of a combination curriculum standards. They are suitable rigorous learning and curriculum

standards. They represent different
types of content, offer opportunities for
both coordination and integration, and
take account of the needs of individual
students.
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DOMAIN 1 FOR LIBRARY/MEDIA SPECIALISTS: PLANNING AND PREPARATION

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

la:

Demonstrating knowledge of
literature and current trends in
library/media practice and
information technology

Library/media specialist demonstrates
little or no knowledge of literature and
of current trends in practice and
information technology.

Library/media specialist demonstrates
limited knowledge of literature and of
current trends in practice and
information technology.

Library/media specialist demonstrates
thorough knowledge of literature and
of current trends in practice and
information technology.

Drawing on extensive professional
resources, library/media specialist
demonstrates rich understanding of
literature and of current trends in
information technology.

1b:

Demonstrating knowledge of
the school’s program and
student information needs
within that program

Library/media specialist demonstrates
little or no knowledge of the school's
content standards and of students’
needs for information skills within
those standards.

Library/media specialist demonstrates
basic knowledge of the school’s
content standards and of students’
needs for information skills within
those standards.

Library/media specialist demonstrates
thorough knowledge of the school’s
content standards and of students’
needs for information skills within
those standards.

Library/media specialist takes a
leadership role within the school and
district to articulate the needs of
students for information technology
within the school’s academic
program.

lc:

Establishing goals for the
library/media program
appropriate to the setting and
the students served

Library/media specialist has no clear
goals for the media program, or they
are inappropriate to either the
situation in the school or the age of
the students.

Library/media specialist's goals for
the media program are rudimentary
and are partially suitable to the
situation in the school and the age of
the students.

Library/media specialist's goals for
the media program are clear and
appropriate to the situation in the
school and to the age of the students.

Library/media specialist's goals for
the media program are highly
appropriate to the situation in the
school and to the age of the students
and have been developed following
consultations with students and
colleagues.
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DOMAIN 1 FOR LIBRARY/MEDIA SPECIALISTS: PLANNING AND PREPARATION (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

1d:

Demonstrating knowledge of
resources, both within and
beyond the school and district,
and access to such resources
as interlibrary loan

Library/media specialist demonstrates
little or no knowledge of resources
available for students and teachers in
the school, in other schools in the
district, and in the larger community
to advance program goals.

Library/media specialist demonstrates
basic knowledge of resources
available for students and teachers in
the school, in other schools in the
district, and in the larger community
to advance program goals.

Library/media specialist is fully aware
of resources available for students
and teachers in the school, in other
schools in the district, and in the
larger community to advance
program goals.

Library/media specialist is fully aware
of resources available for students
and teachers and actively seeks out
new resources from a wide range of
sources to enrich the school’s
program.

le:

Planning the library/

media program integrated with
the overall school program

Library/media program consists of a
random collection of unrelated
activities, lacking coherence or an
overall structure.

Library/media specialist's plan has a
guiding principle and includes a
number of worthwhile activities, but
some of them don’t fit with the
broader goals.

Library/media specialist’s plan is well
designed to support both teachers
and students in their information
needs.

Library/media specialist’s plan is
highly coherent, taking into account
the competing demands of scheduled
time in the library, consultative work
with teachers, and work in
maintaining and extending the
collection; the plan has been
developed after consultation with
teachers.

1f:
Developing a plan to evaluate
the library/media program

Library/media specialist has no plan
to evaluate the program or resists
suggestions that such an evaluation
is important.

Library/media specialist has a
rudimentary plan to evaluate the
library/media program.

Library/media specialist’s plan to
evaluate the program is organized
around clear goals and the collection
of evidence to indicate the degree to
which the goals have been met.

Library/media specialist's evaluation
plan is highly sophisticated, with
imaginative sources of evidence and
a clear path toward improving the
program on an ongoing basis.
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DOMAIN 2 FOR LIBRARY/MEDIA SPECIALISTS: THE ENVIRONMENT

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

2a:
Creating an environment of
respect and rapport

Interactions, both between the
library/media specialist and students
and among students, are negative,
inappropriate, or insensitive to
students’ cultural backgrounds and
are characterized by sarcasm, put-
downs, or conflict.

Interactions, both between the
library/media specialist and students
and among students, are generally
appropriate and free from conflict but
may be characterized by occasional
displays of insensitivity or lack of
responsiveness to cultural or
developmental differences among
students.

Interactions, both between the
library/media specialist and students
and among students, are polite and
respectful, reflecting general warmth
and caring, and are appropriate to the
cultural and developmental
differences among groups of
students.

Interactions among the library/media
specialist, individual students, and the
classroom teachers are highly
respectful, reflecting genuine warmth
and caring and sensitivity to students’
cultures and levels of development.
Students themselves ensure high
levels of civility among students in the
library.

2b:

Establishing a culture for
investigation and love of
literature

Library/media specialist conveys a
sense that the work of seeking
information and reading literature is
not worth the time and energy
required.

Library/media specialist goes through
the motions of performing the work of
the position, but without any real
commitment to it.

Library/media specialist, in
interactions with both students and
colleagues, conveys a sense of the
importance of seeking information
and reading literature.

Library/media specialist, in
interactions with both students and
colleagues, conveys a sense of the
essential nature of seeking
information and reading literature.
Students appear to have internalized
these values.

2c:
Establishing and maintaining
library procedures

Media center routines and
procedures (for example, for
circulation of materials, working on
computers, independent work) are
either nonexistent or inefficient,
resulting in general confusion. Library
assistants are confused as to their
role.

Media center routines and
procedures (for example, for
circulation of materials, working on
computers, independent work) have
been established but function
sporadically. Efforts to establish
guidelines for library assistants are
partially successful.

Media center routines and
procedures (for example, for
circulation of materials, working on
computers, independent work) have
been established and function
smoothly. Library assistants are clear
as to their role.

Media center routines and
procedures (for example, for
circulation of materials, working on
computers, independent work) are
seamless in their operation, with
students assuming considerable
responsibility for their smooth
operation. Library assistants work
independently and contribute to the
success of the media center.
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DOMAIN 2 FOR LIBRARY/MEDIA SPECIALISTS: THE ENVIRONMENT (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

2d:
Managing student behavior

There is no evidence that standards
of conduct have been established,
and there is little or no monitoring of
student behavior. Response to
student misbehavior is repressive or
disrespectful of student dignity.

It appears that the library/media
specialist has made an effort to
establish standards of conduct for
students and tries to monitor student
behavior and respond to student
misbehavior, but these efforts are not
always successful.

Standards of conduct appear to be
clear to students, and the
library/media specialist monitors
student behavior against those
standards. Library/media specialist's
response to student misbehavior is
appropriate and respectful to
students.

Standards of conduct are clear, with
evidence of student participation in
setting them. Library/media
specialist's monitoring of student
behavior is subtle and preventive,
and response to student misbehavior
is sensitive to individual student
needs. Students take an active role in
monitoring the standards of behavior.

2e:
Organizing physical space to
enable smooth flow

Library/media specialist makes poor
use of the physical environment,
resulting in poor traffic flow, confusing
signage, inadequate space devoted
to work areas and computer use, and
general confusion.

Library/media specialist's efforts to
make use of the physical environment
are uneven, resulting in occasional
confusion.

Library/media specialist makes
effective use of the physical
environment, resulting in good traffic
flow, clear signage, and adequate
space devoted to work areas and
computer use.

Library/media specialist makes highly
effective use of the physical
environment, resulting in clear
signage, excellent traffic flow, and
adequate space devoted to work
areas and computer use. In addition,
book displays are attractive and
inviting.
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DOMAIN 3 FOR LIBRARY/MEDIA SPECIALISTS: DELIVERY OF SERVICE

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3a:

Maintaining and extending the
library collection in accordance
with the school’s needs and
within budget limitations

Library/media specialist fails to
adhere to district or professional
guidelines in selecting materials for
the collection and does not
periodically purge the collection of
outdated material. Collection is
unbalanced among different areas.

Library/media specialist is partially
successful in attempts to adhere to
district or professional guidelines in
selecting materials, to weed the
collection, and to establish balance.

Library/media specialist adheres to
district or professional guidelines in
selecting materials for the collection
and periodically purges the collection
of outdated material. Collection is
balanced among different areas.

Library/media specialist selects
materials for the collection
thoughtfully and in consultation with
teaching colleagues, and periodically
purges the collection of outdated
material. Collection is balanced
among different areas.

3b:

Collaborating with teachers in
the design of instructional units
and lessons

Library/media specialist declines to
collaborate with classroom teachers
in the design of instructional lessons
and units.

Library/media specialist collaborates
with classroom teachers in the design
of instructional lessons and units
when specifically asked to do so.

Library/media specialist initiates
collaboration with classroom teachers
in the design of instructional lessons
and units.

Library/media specialist initiates
collaboration with classroom teachers
in the design of instructional lessons
and units, locating additional
resources from sources outside the
school.

3c:

Engaging students in enjoying
literature and in learning
information skills

Students are not engaged in enjoying
literature and in learning information
skills because of poor design of
activities, poor grouping strategies, or
inappropriate materials.

Only some students are engaged in
enjoying literature and in learning
information skills due to uneven
design of activities, grouping
strategies, or partially appropriate
materials.

Students are engaged in enjoying
literature and in learning information
skills because of effective design of
activities, grouping strategies, and
appropriate materials.

Students are highly engaged in
enjoying literature and in learning
information skills and take initiative in
ensuring the engagement of their
peers.
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DOMAIN 3 FOR LIBRARY/MEDIA SPECIALISTS: DELIVERY OF SERVICE (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3d:

Assisting students and
teachers in the use of
technology in the library/media
center

Library/media specialist declines to
assist students and teachers in the
use of technology in the library/media
center.

Library/media specialist assists
students and teachers in the use of
technology in the library/media center
when specifically asked to do so.

Library/media specialist initiates
sessions to assist students and
teachers in the use of technology in
the library/media center.

Library/media specialist is proactive
in initiating sessions to assist
students and teachers in the use of
technology in the library/media
center.

3e:
Demonstrating flexibility and
responsiveness

Library/media specialist adheres to
the plan, in spite of evidence of its
inadequacy.

Library/media specialist makes
modest changes in the library/media
program when confronted with
evidence of the need for change.

Library/media specialist makes
revisions to the library/media program
when they are needed.

Library/media specialist is continually
seeking ways to improve the
library/media program and makes
changes as needed in response to
student, parent, or teacher input.
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DOMAIN 4 FOR LIBRARY/MEDIA SPECIALISTS: PROFESSIONAL RESPONSIBILITIES

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

4a:
Reflecting on practice

Library/media specialist does not
reflect on practice, or the reflections
are inaccurate or self-serving.

Library/media specialist’s reflection
on practice is moderately accurate
and objective, without citing specific
examples and with only global
suggestions as to how it might be
improved.

Library/media specialist’s reflection
provides an accurate and objective
description of practice, citing specific
positive and negative characteristics.
Library/media specialist makes some
specific suggestions as to how the
media program might be improved.

Library/media specialist’s reflection is
highly accurate and perceptive, citing
specific examples. Library/media
specialist draws on an extensive
repertoire to suggest alternative
strategies and their likely success.

4b:
Preparing and submitting
reports and budgets

Library/media specialist ignores
teacher requests when preparing
requisitions and budgets or does not
follow established procedures.
Inventories and reports are routinely
late.

Library/media specialist’s efforts to
prepare budgets are partially
successful, responding sometimes to
teacher requests and following
procedures. Inventories and reports
are sometimes submitted on time.

Library/media specialist honors
teacher requests when preparing
requisitions and budgets and follows
established procedures. Inventories
and reports are submitted on time.

Library/media specialist anticipates
teacher needs when preparing
requisitions and budgets, follows
established procedures, and
suggests improvements to those
procedures. Inventories and reports
are submitted on time.

4c:
Communicating with the larger
community

Library/media specialist makes no
effort to engage in outreach efforts to
parents or the larger community.

Library/media specialist makes
sporadic efforts to engage in outreach
efforts to parents or the larger
community.

Library/media specialist engages in
outreach efforts to parents and the
larger community.

Library/media specialist is proactive
in reaching out to parents and
establishing contacts with outside
libraries, coordinating efforts for
mutual benefit.
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DOMAIN 4 FOR LIBRARY/MEDIA SPECIALISTS: PROFESSIONAL RESPONSIBILITIES (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

4d:
Participating in a professional
community

Library/media specialist's
relationships with colleagues are
negative or self-serving, and the
specialist avoids being involved in
school and district events and
projects.

Library/media specialist's
relationships with colleagues are
cordial, and the specialist participates
in school and district events and
projects when specifically requested.

Library/media specialist participates
actively in school and district events
and projects and maintains positive
and productive relationships with
colleagues.

Library/media specialist makes a
substantial contribution to school and
district events and projects and
assumes leadership with colleagues.

4e:
Engaging in professional
development

Library/media specialist does not
participate in professional
development activities, even when
such activities are clearly needed for
the enhancement of skills.

Library/media specialist's
participation in professional
development activities is limited
to those that are convenient or
are required.

Library/media specialist seeks out
opportunities for professional
development based on an individual
assessment of need.

Library/media specialist actively
pursues professional development
opportunities and makes a substantial
contribution to the profession through
such activities as offering workshops
to colleagues.

4f:
Showing professionalism

Library/media specialist displays
dishonesty in interactions with
colleagues, students, and the public;
violates copyright laws.

Library/media specialist is honest in
interactions with colleagues,
students, and the public; respects
copyright laws.

Library/media specialist displays
high standards of honesty and
integrity in interactions with
colleagues, students, and the public;
adheres carefully to copyright laws.

Library/media specialist can be
counted on to hold the highest
standards of honesty and integrity
and takes a leadership role with
colleagues in ensuring there is no
plagiarism or violation of copyright
laws.
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DOMAIN 1 FOR SCHOOL COUNSELORS: PLANNING AND PREPARATION

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

la:

Demonstrating knowledge
of counseling theory and
techniques

Counselor demonstrates little
understanding of counseling theory
and techniques.

Counselor demonstrates basic
understanding of counseling theory
and techniques.

Counselor demonstrates
understanding of counseling theory
and techniques.

Counselor demonstrates deep and
thorough understanding of counseling
theory and techniques.

1b:

Demonstrating knowledge
of child and adolescent
development

Counselor displays little or no
knowledge of child and adolescent
development.

Counselor displays partial knowledge
of child and adolescent development.

Counselor displays accurate
understanding of the typical
developmental characteristics of the
age group, as well as exceptions to
the general patterns.

In addition to accurate knowledge of
the typical developmental
characteristics of the age group and
exceptions to the general patterns,
counselor displays knowledge of the
extent to which individual students
follow the general patterns.

lc:

Establishing goals for the
counseling program
appropriate to the setting
and the students served

Counselor has no clear goals for the
counseling program, or they are
inappropriate to either the situation or
the age of the students.

Counselor’s goals for the counseling
program are rudimentary and are
partially suitable to the situation and
the age of the students.

Counselor’s goals for the counseling
program are clear and appropriate to
the situation in the school and to the
age of the students.

Counselor’s goals for the counseling
program are highly appropriate to the
situation in the school and to the age
of the students and have been
developed following consultations
with students, parents, and
colleagues.
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DOMAIN 1 FOR SCHOOL COUNSELORS: PLANNING AND PREPARATION (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

1d:

Demonstrating knowledge of
state and federal regulations
and of resources both within
and beyond the school and
district

Counselor demonstrates little or no
knowledge of governmental
regulations and of resources for
students available through the school
or district.

Counselor displays awareness of
governmental regulations and of
resources for students available
through the school or district, but no
knowledge of resources available
more broadly.

Counselor displays awareness of
governmental regulations and of
resources for students available
through the school or district, and
some familiarity with resources
external to the school.

Counselor’s knowledge of
governmental regulations and of
resources for students is extensive,
including those available through the
school or district and in the
community.

le:

Planning the counseling
program, integrated with the
regular school program

Counseling program consists of a
random collection of unrelated
activities, lacking coherence or an
overall structure.

Counselor’s plan has a guiding
principle and includes a number of
worthwhile activities, but some of
them don't fit with the broader goals.

Counselor has developed a plan that
includes the important aspects of
counseling in the setting.

Counselor’s plan is highly coherent
and serves to support not only the
students individually and in groups,
but also the broader educational
program.

1f:
Developing a plan to evaluate
the counseling program

Counselor has no plan to evaluate
the program or resists suggestions
that such an evaluation is important.

Counselor has a rudimentary plan to
evaluate the counseling program.

Counselor’s plan to evaluate the
program is organized around clear
goals and the collection of evidence
to indicate the degree to which the
goals have been met.

Counselor’s evaluation plan is highly
sophisticated, with imaginative
sources of evidence and a clear path
toward improving the program on an
ongoing basis.
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DOMAIN 2 FOR SCHOOL COUNSELORS: THE ENVIRONMENT

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

2a:
Creating an environment of
respect and rapport

Counselor’s interactions with students
are negative or inappropriate, and the
counselor does not promote positive
interactions among students.

Counselor’s interactions are a mix of
positive and negative; the counselor's
efforts at encouraging positive
interactions among students are
partially successful.

Counselor’s interactions with students
are positive and respectful, and the
counselor actively promotes positive
student-student interactions.

Students seek out the counselor,
reflecting a high degree of comfort
and trust in the relationship.
Counselor teaches students how
to engage in positive interactions.

2b:
Establishing a culture for
productive communication

Counselor makes no attempt to
establish a culture for productive
communication in the school as a
whole, either among students or
among teachers, or between students
and teachers.

Counselor’s attempts to promote a
culture throughout the school for
productive and respectful
communication between and among
students and teachers are partially
successful.

Counselor promotes a culture
throughout the school for productive
and respectful communication
between and among students and
teachers.

The culture in the school for
productive and respectful
communication between and among
students and teachers, while guided
by the counselor, is maintained by
both teachers and students.

2c:
Managing routines
and procedures

Counselor’s routines for the
counseling center or classroom work
are nonexistent or in disarray.

Counselor has rudimentary and
partially successful routines for the
counseling center or classroom.

Counselor’s routines for the
counseling center or classroom work
effectively.

Counselor’s routines for the
counseling center or classroom are
seamless, and students assist in
maintaining them.
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DOMAIN 2 FOR SCHOOL COUNSELORS: THE ENVIRONMENT (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

2d:

Establishing standards of
conduct and contributing to the
culture for student behavior
throughout the school

Counselor has established no
standards of conduct for students
during counseling sessions and
makes no contribution to maintaining
an environment of civility in

the school.

Counselor’s efforts to establish
standards of conduct for counseling
sessions are partially successful.
Counselor attempts, with limited
success, to contribute to the level of
civility in the school as a whole.

Counselor has established clear
standards of conduct for counseling
sessions and makes a significant
contribution to the environment of
civility in the school.

Counselor has established clear
standards of conduct for counseling
sessions, and students contribute to
maintaining them. Counselor takes a
leadership role in maintaining the
environment of civility in the school.

2e:
Organizing physical space

The physical environment is in
disarray or is inappropriate to the
planned activities.

Counselor’s attempts to create an
inviting and well-organized physical

environment are partially successful.

Counseling center or classroom
arrangements are inviting and
conducive to the planned activities.

Counseling center or classroom
arrangements are inviting and
conducive to the planned activities.
Students have contributed ideas to
the physical arrangement.
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DOMAIN 3 FOR SCHOOL COUNSELORS: DELIVERY OF SERVICE

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3a:
Assessing student needs

Counselor does not assess student
needs, or the assessments result in
inaccurate conclusions.

Counselor’'s assessments of student
needs are perfunctory.

Counselor assesses student needs
and knows the range of student
needs in the school.

Counselor conducts detailed and
individualized assessments of student
needs to contribute to program
planning.

3b:

Assisting students and
teachers in the formulation of
academic, personal/social, and
career plans, based on
knowledge of student needs

Counselor’s program is independent
of identified student needs.

Counselor’s attempts to help students
and teachers formulate academic,
personal/social, and career plans are
partially successful.

Counselor helps students and
teachers formulate academic,
personal/social, and career plans for
groups of students.

Counselor helps individual students
and teachers formulate academic,
personal/saocial, and career plans.

3c:

Using counseling techniques
in individual and classroom
programs

Counselor has few counseling
techniques to help students acquire
skills in decision making and problem
solving for both interactions with other
students and future planning.

Counselor displays a narrow range of
counseling techniques to help
students acquire skills in decision
making and problem solving for both
interactions with other students and
future planning.

Counselor uses a range of counseling
techniques to help students acquire
skills in decision making and problem
solving for both interactions with other
students and future planning.

Counselor uses an extensive range
of counseling techniques to help
students acquire skills in decision
making and problem solving for both
interactions with other students and
future planning.
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DOMAIN 3 FOR SCHOOL COUNSELORS: DELIVERY OF SERVICE (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3d:
Brokering resources
to meet needs

Counselor does not make
connections with other programs in
order to meet student needs.

Counselor’s efforts to broker services
with other programs in the school are
partially successful.

Counselor brokers with other
programs within the school or district
to meet student needs.

Counselor brokers with other
programs and agencies both within
and beyond the school or district to
meet individual student needs.

3e:
Demonstrating flexibility and
responsiveness

Counselor adheres to the plan or
program, in spite of evidence of its
inadequacy.

Counselor makes modest changes in
the counseling program when
confronted with evidence of the need
for change.

Counselor makes revisions in the
counseling program when they are
needed.

Counselor is continually seeking
ways to improve the counseling
program and makes changes as
needed in response to student,
parent, or teacher input.
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DOMAIN 4 FOR SCHOOL COUNSELORS: PROFESSIONAL RESPONSIBILITIES

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

4a:
Reflecting on practice

Counselor does not reflect on
practice, or the reflections are
inaccurate or self-serving.

Counselor’s reflection on practice is
moderately accurate and objective
without citing specific examples and
with only global suggestions as to
how it might be improved.

Counselor’s reflection provides an
accurate and objective description of
practice, citing specific positive and
negative characteristics. Counselor
makes some specific suggestions as
to how the counseling program might
be improved.

Counselor’s reflection is highly
accurate and perceptive, citing
specific examples that were not fully
successful for at least some students.
Counselor draws on an extensive
repertoire to suggest alternative
strategies.

4b:

Maintaining records and
submitting them in atimely
fashion

Counselor’s reports, records, and
documentation are missing, late, or
inaccurate, resulting in confusion.

Counselor’s reports, records, and
documentation are generally accurate
but are occasionally late.

Counselor’s reports, records, and
documentation are accurate and are
submitted in a timely manner.

Counselor’s approach to record
keeping is highly systematic and
efficient and serves as a model for
colleagues in other schools.

4c:
Communicating with families

Counselor provides no information to
families, either about the counseling
program as a whole or about
individual students.

Counselor provides limited though
accurate information to families about
the counseling program as a whole
and about individual students.

Counselor provides thorough and
accurate information to families about
the counseling program as a whole
and about individual students.

Counselor is proactive in providing
information to families about the
counseling program and about
individual students through a variety
of means.
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DOMAIN 4 FOR SCHOOL COUNSELORS: PROFESSIONAL RESPONSIBILITIES (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

4d:
Participating in a professional
community

Counselor’s relationships with
colleagues are negative or self-
serving, and counselor avoids being
involved in school and district events
and projects.

Counselor’s relationships with
colleagues are cordial, and counselor
participates in school and district
events and projects when specifically
requested.

Counselor participates actively in
school and district events and
projects and maintains positive and
productive relationships with
colleagues.

Counselor makes a substantial
contribution to school and district
events and projects and assumes
leadership with colleagues.

4e:
Engaging in professional
development

Counselor does not participate in
professional development activities
even when such activities are clearly
needed for the development of
counseling skills.

Counselor’s participation in
professional development activities is
limited to those that are convenient or
are required.

Counselor seeks out opportunities for
professional development based on
an individual assessment of need.

Counselor actively pursues
professional development
opportunities and makes a substantial
contribution to the profession through
such activities as offering workshops
to colleagues.

Af:
Showing professionalism

Counselor displays dishonesty in
interactions with colleagues,
students, and the public; violates
principles of confidentiality.

Counselor is honest in interactions
with colleagues, students, and the

public; does not violate confidentiality.

Counselor displays high standards of
honesty, integrity, and confidentiality
in interactions with colleagues,
students, and the public; advocates
for students when needed.

Counselor can be counted on to hold
the highest standards of honesty,
integrity, and confidentiality and to
advocate for students, taking a
leadership role with colleagues.
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DOMAIN 1 FOR SCHOOL PSYCHOLOGISTS: PLANNING AND PREPARATION

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

la:

Demonstrating knowledge

and skill in using psychological
instruments to evaluate
students

Psychologist demonstrates little or no
knowledge and skill in using
psychological instruments to evaluate
students.

Psychologist uses a limited number of
psychological instruments to evaluate
students.

Psychologist uses 5-8 psychological
instruments to evaluate students and
determine accurate diagnoses.

Psychologist uses a wide range of
psychological instruments to evaluate
students and knows the proper
situations in which each should be
used.

1b:

Demonstrating knowledge
of child and adolescent
development and
psychopathology

Psychologist demonstrates little or no
knowledge of child and adolescent
development and psychopathology.

Psychologist demonstrates basic
knowledge of child and adolescent
development and psychopathology.

Psychologist demonstrates thorough
knowledge of child and adolescent
development and psychopathology.

Psychologist demonstrates extensive
knowledge of child and adolescent
development and psychopathology
and knows variations of the typical
patterns.

lc:

Establishing goals for the
psychology program
appropriate to the setting and
the students served

Psychologist has no clear goals for
the psychology program, or they are
inappropriate to either the situation or
the age of the students.

Psychologist’s goals for the treatment
program are rudimentary and are
partially suitable to the situation and
the age of the students.

Psychologist’s goals for the treatment
program are clear and appropriate to
the situation in the school and to the
age of the students.

Psychologist’s goals for the treatment
program are highly appropriate to the
situation in the school and to the age
of the students and have been
developed following consultations
with students, parents, and
colleagues.
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DOMAIN 1 FOR SCHOOL PSYCHOLOGISTS: PLANNING AND PREPARATION (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

1d:

Demonstrating knowledge of
state and federal regulations
and of resources both within
and beyond the school and
district

Psychologist demonstrates little or
no knowledge of governmental
regulations or of resources for
students available through the school
or district.

Psychologist displays awareness of
governmental regulations and of
resources for students available
through the school or district, but no
knowledge of resources available
more broadly.

Psychologist displays awareness of
governmental regulations and of
resources for students available
through the school or district and
some familiarity with resources
external to the district.

Psychologist’s knowledge of
governmental regulations and of
resources for students is extensive,
including those available through the
school or district and in the
community.

le:

Planning the psychology
program, integrated with the
regular school program, to
meet the needs of individual
students and including
prevention

Psychologist’s plan consists of a
random collection of unrelated
activities, lacking coherence or an
overall structure.

Psychologist’s plan has a guiding
principle and includes a number of
worthwhile activities, but some of
them don't fit with the broader goals.

Psychologist has developed a plan
that includes the important aspects of
work in the setting.

Psychologist’s plan is highly coherent
and preventive and serves to support
students individually, within the
broader educational program.

1f:
Developing a plan to evaluate
the psychology program

Psychologist has no plan to evaluate
the program or resists suggestions
that such an evaluation is important.

Psychologist has a rudimentary plan
to evaluate the psychology program.

Psychologist’s plan to evaluate the
program is organized around clear
goals and the collection of evidence
to indicate the degree to which the
goals have been met.

Psychologist’s evaluation plan is
highly sophisticated, with imaginative
sources of evidence and a clear path
toward improving the program on an
ongoing basis.
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DOMAIN 2 FOR SCHOOL PSYCHOLOGISTS: THE ENVIRONMENT

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

2a:
Establishing rapport
with students

Psychologist’s interactions with
students are negative or
inappropriate; students appear
uncomfortable in the testing center.

Psychologist’s interactions are a mix
of positive and negative; the
psychologist’s efforts at developing
rapport are partially successful.

Psychologist’s interactions with
students are positive and respectful;
students appear comfortable in the
testing center.

Students seek out the psychologist,
reflecting a high degree of comfort
and trust in the relationship.

2b:

Establishing a culture for
positive mental health
throughout the school

Psychologist makes no attempt to
establish a culture for positive mental
health in the school as a whole, either
among students or teachers, or
between students and teachers.

Psychologist’s attempts to promote a
culture throughout the school for
positive mental health in the school
among students and teachers are
partially successful.

Psychologist promotes a culture
throughout the school for positive
mental health in the school among
students and teachers.

The culture in the school for positive
mental health among students and
teachers, while guided by the
psychologist, is maintained by both
teachers and students.

2c:
Establishing and maintaining
clear procedures for referrals

No procedures for referrals have
been established; when teachers
want to refer a student for special
services, they are not sure how to go
about it.

Psychologist has established
procedures for referrals, but the
details are not always clear.

Procedures for referrals and for
meetings and consultations with
parents and administrators are clear
to everyone.

Procedures for all aspects of referral
and testing protocols are clear to
everyone and have been developed
in consultation with teachers and
administrators.
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DOMAIN 2 FOR SCHOOL PSYCHOLOGISTS: THE ENVIRONMENT (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

2d:
Establishing standards of
conduct in the testing center

No standards of conduct have been
established, and psychologist
disregards or fails to address
negative student behavior during an
evaluation.

Standards of conduct appear to have
been established in the testing
center. Psychologist’s attempts to
monitor and correct negative student
behavior during an evaluation are
partially successful.

Standards of conduct have been
established in the testing center.
Psychologist monitors student
behavior against those standards;
response to students is appropriate
and respectful.

Standards of conduct have been
established in the testing center.
Psychologist’'s monitoring of students
is subtle and preventive, and students
engage in self-monitoring of behavior.

2e:

Organizing physical space for
testing of students and storage
of materials

The testing center is disorganized
and poorly suited to student
evaluations. Materials are not stored
in a secure location and are difficult to
find when needed.

Materials in the testing center are
stored securely, but the center is not
completely well organized, and
materials are difficult to find when
needed.

The testing center is well organized;
materials are stored in a secure
location and are available when
needed.

The testing center is highly organized
and is inviting to students. Materials
are stored in a secure location and
are convenient when needed.
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DOMAIN 3 FOR SCHOOL PSYCHOLOGISTS: DELIVERY OF SERVICE

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3a:

Responding to referrals;
consulting with teachers and
administrators

Psychologist fails to consult with
colleagues or to tailor evaluations to
the questions raised in the referral.

Psychologist consults on a sporadic
basis with colleagues, making
partially successful attempts to tailor
evaluations to the questions raised in
the referral.

Psychologist consults frequently with
colleagues, tailoring evaluations to
the guestions raised in the referral.

Psychologist consults frequently with
colleagues, contributing own insights
and tailoring evaluations to the
questions raised in the referral.

3b:

Evaluating student needs in
compliance with National
Association of School
Psychologists (NASP)
guidelines

Psychologist resists administering
evaluations, selects instruments
inappropriate to the situation, or does
not follow established procedures and
guidelines.

Psychologist attempts to administer
appropriate evaluation instruments to
students but does not always follow
established time lines and
safeguards.

Psychologist administers appropriate
evaluation instruments to students
and ensures that all procedures and
safeguards are faithfully adhered to.

Psychologist selects, from a broad
repertoire, those assessments that
are most appropriate to the referral
questions and conducts information
sessions with colleagues to ensure
that they fully understand and comply
with procedural time lines and
safeguards.

3c:
Chairing evaluation team

Psychologist declines to assume
leadership of the evaluation team.

Psychologist assumes leadership of
the evaluation team when directed to
do so, preparing adequate IEPs.

Psychologist assumes leadership of
the evaluation team as a standard
expectation; prepares detailed IEPs.

Psychologist assumes leadership of
the evaluation team and takes
initiative in assembling materials for
meetings. |IEPs are prepared in an
exemplary manner.
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DOMAIN 3 FOR SCHOOL PSYCHOLOGISTS: DELIVERY OF SERVICE (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

3d:

Planning interventions to
maximize students’ likelihood
of success

Psychologist fails to plan
interventions suitable to students, or
interventions are mismatched with the
findings of the assessments.

Psychologist’s plans for students are
partially suitable for them or are
sporadically aligned with identified
needs.

Psychologist’s plans for students are
suitable for them and are aligned with
identified needs.

Psychologist develops
comprehensive plans for students,
finding ways to creatively meet
student needs and incorporate many
related elements.

3e:

Maintaining contact with
physicians and community
mental health service providers

Psychologist declines to maintain
contact with physicians and
community mental health service
providers.

Psychologist maintains occasional
contact with physicians and
community mental health service
providers.

Psychologist maintains ongoing
contact with physicians and
community mental health service
providers.

Psychologist maintains ongoing
contact with physicians and
community mental health service
providers and initiates contacts when
needed.

3f:
Demonstrating flexibility and
responsiveness

Psychologist adheres to the plan or
program, in spite of evidence of its
inadequacy.

Psychologist makes modest changes
in the treatment program when
confronted with evidence of the need
for change.

Psychologist makes revisions in the
treatment program when it is needed.

Psychologist is continually seeking
ways to improve the treatment
program and makes changes as
needed in response to student,
parent, or teacher input.
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DOMAIN 4 FOR SCHOOL PSYCHOLOGISTS: PROFESSIONAL RESPONSIBILITIES

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

4a:
Reflecting on practice

Psychologist does not reflect on
practice, or the reflections are
inaccurate or self-serving.

Psychologist’s reflection on practice
is moderately accurate and objective
without citing specific examples, and
with only global suggestions as to
how it might be improved.

Psychologist’s reflection provides an
accurate and objective description of
practice, citing specific positive and
negative characteristics. Psychologist
makes some specific suggestions as
to how the counseling program might
be improved.

Psychologist’s reflection is highly
accurate and perceptive, citing
specific examples that were not fully
successful for at least some students.
Psychologist draws on an extensive
repertoire to suggest alternative
strategies.

4b:
Communicating with families

Psychologist fails to communicate
with families and secure necessary
permission for evaluations or
communicates in an insensitive
manner.

Psychologist’s communication with
families is partially successful;
permissions are obtained, but there
are occasional insensitivities to
cultural and linguistic traditions.

Psychologist communicates with
families and secures necessary
permission for evaluations and does
S0 in a manner sensitive to cultural
and linguistic traditions.

Psychologist secures necessary
permissions and communicates with
families in a manner highly sensitive
to cultural and linguistic traditions.
Psychologist reaches out to families
of students to enhance trust.

4c:
Maintaining accurate records

Psychologist’s records are in
disarray; they may be missing,
illegible, or stored in an insecure
location.

Psychologist’s records are accurate
and legible and are stored in a secure
location.

Psychologist’s records are accurate
and legible, well organized, and
stored in a secure location.

Psychologist’s records are accurate
and legible, well organized, and
stored in a secure location. They are
written to be understandable to
another qualified professional.
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DOMAIN 4 FOR SCHOOL PSYCHOLOGISTS: PROFESSIONAL RESPONSIBILITIES (continued)

INDICATORS

L EVEL O F

PERFORMANCE

BELOW STANDARD

DEVELOPING

PROFICIENT

EXEMPLARY

4d:
Participating in a professional
community

Psychologist’s relationships with
colleagues are negative or self-
serving, and psychologist avoids
being involved in school and district
events and projects.

Psychologist’s relationships with
colleagues are cordial, and
psychologist participates in school
and district events and projects when
specifically requested.

Psychologist participates actively in
school and district events and
projects and maintains positive and
productive relationships with
colleagues.

Psychologist makes a substantial
contribution to school and district
events and projects and assumes
leadership with colleagues.

4e:
Engaging in professional
development

Psychologist does not participate in
professional development activities,
even when such activities are clearly
needed for the ongoing development
of skills.

Psychologist’s participation in
professional development activities is
limited to those that are convenient or
are required.

Psychologist seeks out opportunities
for professional development based

on an individual assessment of need.

Psychologist actively pursues
professional development
opportunities and makes a substantial
contribution to the profession through
such activities as offering workshops
to colleagues.

4f:
Showing professionalism

Psychologist displays dishonesty in
interactions with colleagues,
students, and the public and violates
principles of confidentiality.

Psychologist is honest in interactions
with colleagues, students, and the
public, plays a moderate advocacy
role for students, and does not violate
confidentiality.

Psychologist displays high standards
of honesty, integrity, and
confidentiality in interactions with
colleagues, students, and the public,
and advocates for students when
needed.

Psychologist can be counted on to
hold the highest standards of
honesty, integrity, and confidentiality
and to advocate for students, taking a
leadership role with colleagues.
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EVALUATION RUBRIC - SCHOOL SOCIAL WORKER

Domain 1: Planning and Preparation

BELOW STANDARD

E.)(EMPLARY

Dlsplays and integrates s into
ractice extensive knowledge of

_ INDIGATORS ® DEVELOPING Proficient

la. Demonstrating  |Displays little or no Displays general isplays and integrates
knowledge of best owledge of applicable knowledge of applicable [into practice knowledge
practices and : \ate, national, district or istate, national, district or jof applicable state,

ederal mandates in the
delivery of school social
worker services.

federal mandates in the
delivery of school social
hworker services.

professional standards
based on state,
mational, district
practices and federal
mandates

national, district or .
federal mandates in the
delivery of school social
worker services.

pplicable state, national, district or
ederal mandates in the delivery of
chool social worker services.
\ssumes an active role in
isseminating and or sharing
owledge regarding discipline
tandards and district practices.

Ib. Demonstrating  [Demonstrates minimal emonstrates limited emonstrates thorough

Demonstrates extensive knowledge

knowledge of studentsknowledge of owledge of owledge of )f developmental characteristics,
developmental evelopmental evelopmental student/individual skills and
characteristics, haracteristics, haracteristics, xnowledge and cultural factors and
tudent/individual skills [student/individual skills Istudent/individuat skills Shares that knowledge with
nd knowledge, and nd knowtedge and nd knowledge and tolleagues and other school
cultural factors. ultural factors. ultural factors. ersonnel as needed.

ecommendations for the [Recommendations for
development of evelopment of behavioralthe development of
behavioral intervention fintervention plans are chavioral intervention
plans are not appropriate jpartially appropriate to lans are consistently
to meet student needs. eet student needs. ppropriate to meet
tudent needs.

lc. Assisting Recommendations for the
interdisciplinary team
in the development of
behavior management
intervention plans
based on student

heeds

Recommendations for the

evelopment of behavioral
ntervention plans are consistently
appropriate to meet student needs.
evelops creative and flexible
lans for mdiwduahzed
intervention.

emonstrates thorough

owledge of individual
tudent needs and
ffectively addresses
hese needs.

Demonstrates little or no [Demonstrates some
nowledge of individua! knowledge of individual
tudent needs. tudent needs.

14. Demonstrating
nowledge of student
eeds

emonstrates thorough knowledge
f individual student needs and
rocures additional specific

sources to effectively address
hose needs.




EVALUATION RUBRIC - SCHOOL SOCIAL WORKER

Domain 2: Professional Practice and Delivery of Service

tudent's needs.

(Component Unsatisfactory . Basic | Proficient | Distinguished
Da. Using appropriate [Uses techniques that are [Uses a limited range of ses individualized s highly skitled in using
lassessment techniquesjinappropriate to the hssessment techniques, ssessment techniques tandardized and or informal

ased on student’s age,
ulture and present

sessment techniques based on
horough knowledge of student's

tudent’s needs.

oncems. ackground knowledge.

b. Using appropriate [Uses intervention Uses a limited repertoire i:Jscs individualized ses individualized intervention
intervention echniques that are of intervention techniques.fintervention techniques  kechniques based on student’s age,
kechniques inappropriate to based on student’s age,  [culture and present concern.

culture and present
concern.

nsures carry over of intervention
o other environments.

Collaborates with school
personnel, families and
community agencies -

Oc. Demonstrating  [Does not collaborate
understanding of the {with other school
relationship between personnel, families and
llearning problems andicommunity agencies in
school adjustment he monitoring of
problems evelopmental, and

ducational progress of

student progress and
developmental lags
(including exposure to ris

inconsistently. Monitoring

Collaborates with school
personnel, families and
community agencies to

uand educational progress

monitor the developmental

of children exposed to risk
kffactors.

ollaborates with school

rsonnel, families and
ommunity agencies to monitor
he developmental and -
ducational progress of chiidren
xposed to risk factors. Supports
chool personnel by providing

ith respect. Makes with respect. Makes
fittle effort to promote a finconsistent efforts to-
afe and caring leaming kreate a safe and caring
nvironment. earning environment.

culture conducive to
learning

hildren exposed to risk (factors) is not always a information regarding practices
actors. priority. nd behaviors that promote
_ _ edicational successes.
2d. Promoting a oes not treat students | Generally treats students [Treats students with. {Treats students with respect.

- respect. Creates a leamning

ertvironment that is
consistently safe and
caring.

Creates a learnihg environment
that is consistently safe and
caring. Promotes and advocates
for a leaming environment that is
consistently safe and caring.




EVALUATION RUBRIC - SCHOOL SOCIAL WORKER

Domain 4: Professional Responsibilities

1 EXEMPLARY

|ND|CAT_OIiS T BELOW STANDAR.D DCEVELOPING l Pl’OﬁCiCl‘lt I
a. Maintaining [Maintains a record aintains a radimentary [Maintains a record
ccurate special keeping system that is infecord keeping system  |system that is efficient
ducation recordsjdisarray, resulting in  that is somewhat nd effective. Is
nd errors and confusion. Is jeffective. Maintains roactive in maintaining
onfidentiality ot alert to issues of  [confidentiality. onfidentiality.

confidentiality

aintains a record Keeping system that is
fficient and effective. Participates in the
evelopment or revision of methods and
orms for maintaining accurate records. Is
roactive in maintaining confidentiality.

rovides consultative
ervices to parents,
tudents, and other
rofessionals. Regularly
ecks input from other

Inconsistent involvement
in consultation activities
" lwith farnilies, school
persontiel and other
professionals. Seeks

Avoids involvement in
consultation activities
with families, school
personnel and other
professionals. Does not

b. Providing
onsultative
ervices to
arents, students,
chool personnel

rovides consultative services to parents,
tudents, and other professionals. Always
eeks input from other professionals to
cet student, family and school needs.
ntegrates the input and recommendations

nd other eek input from other  professional input some rofessionals to meet f other professionals in providing
rofessionals rofessionals to meet - Jof the time to meet tudent, family and ervices,
tudent, family and tudent, family and chool needs.
chool needs. chool needs. _
IE Does not engage in Participates in ecks out opportunities [Seeks professional development activities
Demonstrating  pctivities to enhance rofessional activities to |for professional to enhance knowledge and skills.
professional nowledge or skills for [alimited extent. evelopment activities tojActively participates in sharing
devetopment/ rofessional aintains certification  enhance knowledge and perspectives and expertise with
certification evelopment, Does not  requirements. Contributesskill. Actively colleagues and pursues professional
neet CEU requirements fto the profession in articipates in assisting ldevelopment above the required

olleagues. Maintains
ertification
quirements.

for certification renewal. [limited ways.

certification requirements.

erforms consistent,
ccurate, and effective
eflection of effectives

f educational/

chavioral interventions.

akes limited attempts i
ssessing effectiveness o
ducational/behavioral

interventions.

Does not attempt to
issess effectiveness of
educational/behavioral
interventions.

4d. Reflecting on
professional
practice

Performs ongoing assessment of
cducational and behavioral intervention
effectiveness and adjusts practice as
needed.




EVALUATION RUBRIC - SCHOOL SOCIAL WORKER

INDICATORS

BELOW STANDARD |

Domain 5: Student Improvement

DEVELOPING

Proficient

5a. Collecting and
maintaining
relevant data to

pehavioral goals
and objectives
according to
district procedures

and legal mandates

or infonnation to
cvaluate/rate social

evaluate social and End of behavioral

oals and objectives
on a quarterly
schedule or as
established by the
PPT.

Does not collect data

EXEMPLARY

Collects minimal data to
evaluate/rate

ocial/behavioral goals
nd objectives on a

uarterly schedule or as
stablished by the PPT.

eports progress in -
eneral terms.

Collects sufficient data to
evaluate/rate social/behavioral
goals and objectives on a
quarterly schedule or as
established by the PPT. Reports
progress in specific terms based
on individual goals and needs.
Utilizes assessment data to

lareas of social and behavioral
skills.

determine service required in the data to determine service

Collects ali necessary
information to evaluate/rate
ocial/behavioral goals and
bjectives on a quarterly
schedule or as established by the
PT. Reports pragress in specific
erms based on individual goals
and needs. Utilizes assessment

quired in the areas of social and
ehavioral skills.

Sb. Utilizing
ppropniate
nethods to insure
tudents® positive
cademic and
ocial emotional
utcomes for
tudents receiving
ocial work as a
elated service

Does not utilize
appropriate methods
to insure students’

ocial emotional

utcomes for students
eceiving social work

s a related service.

tilizes some appropriate

ethods to insure
tudents’ positive

Utilizes a variety of appropriate
methods to insure students’
positive academic and social,

tilizes a variety of appropriate
ethods to insure students’
posifive academic and social,

positive academic and

cademic and social
some of the students

related service.

emotional outcornes for

receiving social work as a

emotional outcomes for all of theemotional cutcomes for all of the
students receiving social work as students receiving social work as
a related service. 3 related service. Collaborates
with team members to insure
continuity and progress across
educational settings.

c. Demonstrating |[Does not demonstrate [Demonstrates awareness [Demonstrates awareness of, and
f, and attention to, social
lemotional and behavioral land behavioral needs that impact

n awareness of
ocial, emotional
nd behavioral
eeds that impact
n student
erformance

n awareness of, and

ttention to, social,
motional and

chavioral needs that

impact on student
erformance.

eeds that impact on

tudent performance but

ay lack depth of

nderstanding.

Demonstrates awareness of, and
ttention to, social, emotional

nd behavioral needs that impact
n student performance and
hows how to involve students in
etting goals to improve
ducational outcomes.

attefition to, social, emotional

on student performance and
shows how to use these to

improve educational outcomes.




EVALUATION RUBRIC - SCHOOL SOCAL WORKER

Domain 5: Student Improvement - continued

[ " prLow RD ] , PNG ' . EXEMPLARY
INDICATORS BELOW STANDA DEVELOPING Proficient [

[sd. Developing  [Does not utilize emonstrates the use of [Demonstrates the use of a varicty[Demonstrates the use of
frategies to meet  pdequate strategies to flimited strategies that may f strategies that attend the - xtensive strategies that attend
tudent needs in eet individual ack an understanding of findividual students needsina  the individual students needs in a
risis situations tudents needs ina  fndividual students needs [crisis situation. risis situation and involves
risis situation. in a crisis situation.

amilies in understanding how to
tilize these at home.




Student Support Specialists — Speech and Language Pathologists

Domain 1; Planning and Preparation
Component and Level of Performance

1a, Demonstrating knowledge of best practices and professional standards based on state

Speech and language services

. -
BELOW STANDARD DEVELOPING

Proficient

" Displays little or no knowledge of
applicable state, national, district
practices in the delivery of speech or
language services.

Displays generally acourate
knowledge of applicable state, district,
national and federa| mandales in the
delivery of speech or language
services,

Displays and integrates info practice ‘] ’

thorough knowledge of applicable

state, district, national and federal ,
mandates in the delivery of speech or .
language services. .

"1 Assumes an active rols in

{| knowledge about discipline standarql

EXEMPLARY
Dis'b'léiyé'énd'integralas into practice
extensive content knowledge of
applicable state, district, national and
federal mandates in the delivery of
speech or language services.

disseminating arid or sharing

and district services,

1b, Demonstrating knowiedge of students
BELOW STANDARD oo

DEVELOPING

Proficient

Is unfanmiliar with characterstics of
students, such as disability, diversity,
development and does not indicate
that such knowledge s valuable or

Displays general understanding of
characteristics of sludents, such as
disabiliity, diversity, development, and
recognizes that such knowledge is

Displays thorough understanding of
characteristics of students, such as
disabllity, diversity, development, and
integrates that knowledge into

EXEMPLARY

| Displays exiensive understanding of

characteristics of students, such as
disability, diversity, development and
thoroughly integrates that knowledge

important. valuable, student's program, into the student's program.
1¢. Planning for student needs
BELOW STANDARD ~ ~—— - DEVELOPING EXEMPLARY

Shows minimal understanding of
student needs angd Plans regardless of
needs, .

| Shows a general understanding of
student needs and recognizes these
needs when planning student
programs, -

Proficient ﬁ . ‘
Shows thorough understanding of identifies and understands student

needs and incorporates the needs in .
planning a student program.

1d. Demonstratln_g knowledge of resources
BELOW STANDARD ——_

i

DEVELOPING

Proficient *[, EXEMPLARY

Is unaware of resources available
through the schooi, the district, or
community and does nof see their
‘value relative to ensura student
progress as it relates to the areas of

Exhibits an awareness of resources
through the school, district or
community and recognizes their value
but inconsfslenuy uses the resources
lo impact on student progress as it
relates to the areas of speech and/or

Ianguage.

| Needs and aggressively plang

' Program based on best current
{ practice or research,

Exhibits a thorough awarensss of .Seeks ouf resources avallable through

resources availabie through the _
school district or community and uses
these resources 1o ensure studert
progress as it refales to the areas of
speech andfor language.

$peech and/or language.

‘the school, district, or community and
icreatively uses these resources,
JIncorporating student input (as
‘appropriate depending on age) for

greater student Progress in the areas

of speech and/or language.




2a. Demonstrating caseload managemr~-+-. .-

BELOW STANDARD

Student Support Specialists — Speech and Language Pathologists

Domain 2: Professional Practice and Delivery of Service

DEVELOPING

Component and Level of Performance

Proficient

EXEMPLARY

"Unable to manage a caseload and
deliver speech and/or language
SErvices,

Manages caseload with some
proficlency and resulls. Has difficulty
prioritizing caseloads needs and
delivery of services.

Effectively manages a caseload with
ability to prioritize needs. Completes
delivery of services on time:

Effectively manages a caseload

| responsibiliies and demonstrates

initiative in extending and integrating
services as appropriate.

2b, Providina advoeacy for students

BELOW STANDARD
" [ Provides rio" advocacy for the student -
and eliminates opportunities fo receive

potential benelits in the area ot
speeach and/or language services (if

leaming.

efigible for services) and its impact on

DEVELOPING

Proficient

Pravides sporadic advocacy to
maintain student’s educational
program as it relales to speech and
language areas of need.

Advocates for services to enhance

' student's speech and language skills if

eliglble for services,

EXEMPLARY

Rggressivaly advocates for servicas
that affect student’s leaming (as it
relates to speech and language) and
addresses challenges that may
negalively impact educational
progress,

2¢. Communicatina clearly and accurately (expressive)

BELOWSTANDARD
1 Spedks inaudibly and writes unciearly.

Makes many grammar and syntax
errors. Uses vocabulary that may be
inappropriate, vague or inaccurate,

leaving listeners or readers confused.

DEVELOPING

Proficlent

EXEMPLARY

Speaks and wriles clearly and
correctly but uses limited vocabulary
that is inappropriate to listener's or
reader's age, background or level of

Speaks and writes clearly and
comrectly. Uses vecebulary that is
appropriate to listener's or reader's
age, background and level of

Speaks and writes clearly and
correctly, conveys an intended
purpose, and anticipates possible
misconceplions.

appropriate interactions.

1 Attampis 1o fisten well to others during

a discussion with limited success,

underslanding. understanding.
2d. Communicsting clearly and accurstely (receptive/expressive) A
BELOW STANDARD DEVELOPING Proficient EXEMPLARY -
Does riot’listen well'to others, limiting

Listens well to others and adegquately
tacililates appropriate interaction
among all participants.

Listen well to others, eflectively
facilitates appropriate interactions and
successiully engages all parlicipants
in discussion.

2e. Interacting with students

BELOW STANDARD

DEVELOPING

Interatts in a negative and/or non-
supportive way, disregards the age
and culture of the leamers thus
minimizing opportunhies for leaming.

Proficient

| EXEMPLARY

Usiially inieracts In a positive and
supportive way, with minimal regard
for the ags and culture of the [eamers,
thus limiting opportunities for leaming.

Interacts in a positive and supportive
way, with regard for the age and
tulture of the leamers, thus fostering
opportunities for leaming.

Consistently interacts in a poritive,
supportive, and respecttul way, with
ragard for all important background
characteristics of all leamers, thus
_promoting opportunities for learning.




Student Support Specialists ~ Speech and Lan

3a. Collaborating with other school professionals to develop,

—
—_—_—

Does not collaborate with school
professionals in the development and
implementation of intervention
programs and services to Students,

BELOW STANDARD _
— L ONUARD

Domain 3: Professiona) ¢
Gomponent and

| oevetopng

—_—— ]
Makes infrequent cantacts 1o establish
collaboration, resuiting in limited
opportunities to provide services to
benefit studen| learning.

ollaboration ang Consultati
Leve! of Performance

promote ang implement intervention Programs ang

Proficient

o i . T
_L  EXEMPLARY
Makes frequent contacts lo establish Inltiates and reciprocates contacts in a

successfu! collaboration that

enhances student learning. Maintains -

an open mind and participates in
school's intardisciplinary leams and/or
deparimental activities and promotes
adequate student decision making
based on professional standards.

3b. Sharing of Information

BELOW STANDARD !

guage Pathologists

on

:servlces to students

timely manner to ensure student
learning. Includes and vaiues student
1 input, Actively facilitales
interdlsclprinary or department

| meetings to promote the highest
professional and ethical ‘standards in
student decision making.

' DEVELOPING

Proficient

Falis to éhare information refating to
the student's programming and
learning. Disregards confidentiality.

Inconsistently shares information thus
limiting student's access 1o program
and leaming while maintaining

confidentiality.

Consistently shares and exchanges
information to promote student's
access to programming and learning

while maintaining conlidentiality,

EXEMPLARY

| Proactively seeks ang consistently

_shares information relevant to a
student's program. Maintains

- confidentiality.

Jc. Communlcatlng with famlijes
. _—
BELOW STANDARD

Does not communicate with families,
takes no action to respond to issues
and disregards confidentiaiity.

. re———
DEVELORING

Proliclent

EXEMPLARY

Inconsistenlly fistens {0 families’
concerns. Attempts {o Communicate
with families abouyt concems with
some action and follow-up. Respects
confidentiality.

————

Communicates trequently with famitieg

about concems, reacts accordingly,
and provides appropriate follow-up
while maintaining canfidentiality.

Initiates contact and communicates
regularly with families about concems,
‘maintaing confidentiality, reasts
accordingly and provides appropriate
follow-up,




" Student Support Specialists — Speech arvwzi_zang;;ae Pe:t;t;log;;{;

4a, Maintaining accurate records

BELOW STANDARD

Domain 4: Professional Responsibilities
Component and Level of Performance

Records are in disarray, resulting in
errors, confusion delivery of services
is hindered.

DEVELOPING

Proficient

_ EXEMFLARY

Maintains records that are adequate
but require frequent monitoring and
supervision.

Maintains records that are complete in

thelr contant, comply with
requirements and adhere to timely
submission.

Maintains records whose content is
comprehensive, maintenance is
meliculous and are in compliance with

4b, Contributing to the school and district

"BELOW STANDARD

Relationships with colleagues are
negative and seli-serving. Avoids
becoming involved in relevant
activities regarding speech or
| language issues or initiatives.

 DEVELOPING

stale and federal regulations.

Proficient

S LARY

Relationships with colleagues are
cordial and participates In activities
regarding relevant speech or
language issues ar initiatives when
asked to do s0.

Relationships with onlt=-1 1> - e
cordial and sup;; - .. Lonsistently
patiicipates in aclivitiss regarding
relevant speech or language issues or
initiatives, :

" Aplationships with colleagues are

cordial and support is offered. Keeps
abreast of speech or language issues
and initlatives and ensures that
student services are coordinated and,
where appropriate, integrated with
curriculum content.

4c. Growing and developing professionatly

: BELOW STANDARD

" DEVELOPING

Proficient

EXEMPLARY

Makes no effort to participate in
professional development activities.

Participates in limited professicnal

Participatas in protessional

Seeks out opportunities for
professional developmant and
Incorporates new knowledge and skill

- into practice, Initiates important

activities to contribute to the
profession including collaborating and
sharing information with colleagues
and school professionals.

4d, Showing professionalism

. BELOW sTanDARD

Is not alert or respectful 1o student
needs. Contributes to practices that
are self-serving or harmful to students,

development activities. development activitles and
incorporates new knowledge and sklii
into practice,”
DEVELOPING Proficient

EXEMPLARY

Attempts te service students based on
best information, but results are
inconsistent,

Makes ganuine and successful eHorts

{o insure that all students are wel!
serviced,

Assumes leadership position fo insure
that schoo! practices and procedures
are followed for all students,




Student Support Specialists - Speech and Language Pathologists

Domain 5: Student Improvement
Component ang Level of Performance

5a. Collecting a

nd maintaining relevant data 1o evaluate siudents’ goals and objectives accordin
legal mandateg

g to school district's Procedures, professional stand: -

* — ——-—__________ -— T ——— e
BELOW STANDARD DEVELOPING Proficient . EXEMPLARY
.. ____‘——-—-_________ S e e o | Yy '
Does not colleet data or relevant Collects minimal data or relavani Collects sufiicient data or relavant
information to e i

Gollects al| necessary information to
valuate/rate sfudents'

information tg evaluate/ rate |[EP goals | information fo evaluate/rate |EP goals Levaluate/rale IEP goals and objectives
IEP goals and objectives on 3 and objectives on a quarterly basis or | ang objectives on a Quarterly schedule | ion 5 quarerly schedule or as -
quartery schedule or ag establishad as eslablished by the Planning and Or as established by the Planning ang established by the Planning and
by the Planning and Placement Team, Placement Team, Reports students in Placement Team, Reports on

Placemen! Team. Annual and/or
Sludents' progress (annually and/or on triennial reports op students’ progress
triennials) ara specific to the students’ contain relevant data based on

Individualized needs and objectives. assessmen| information, and student
performance in the classroom, as wel|
as progress during thera sessions.,

general terms,

5b. Utilizing evaiuation materia|s 8nd procedures for assessing students’ communication skilig according to referra

l.infarmation, Professional standards of
practice, district Procedures and Jegaf mandates !
BELOW STANDARD DEVELOPING Proficient T EXEMPLARY
Does not utilize appropnate materiajs O'Ecasionally utilizes appropriate Consistently utilizes appropriate Demonstrates exemplary utilization of
and/or evaluation taols to assess materials and evaiuation tools to materials and evaluation tools to appropriate materials and evaluation
communication areas based on assess communication areas based assess communication areas based 100ls to assess communication areas
referral information, professional on referral information. professional on referral information, prolessionat based on referral information,
standards of pPractice, district standards of Practice, district standards of practice, distrigt professional standards of praclice,
procedures and legal Mandates. Procedures and legaj mandates, Procedures and legal mandates, district procedures and legal
Information obtained is often Information obtained is generally Information obtained is utilized in mandates, Information obtained is
inaccurate and not useful in usefyl in developing goals and developing goals and objectives, utilized in developing goals and
developing goals angd objectives, objectives. : objectives, Strategies, techniques and
materials are selected and

recommended to support goals and
objectives,
]
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Student Suppor},_Specialists ~ Speech and Language Pathologists

5¢. Developin
background

Domain 5: Student Improvement
Component and Level of Performance

BELOW STANDARD

‘wemonstrates iie

sensitivity/awareness of child's
developmental, culturaj or linguistic
background in the
developmenlﬁmp!ementation of lEP -
goals and objectives.

DEVELOPING

-

9 IEP goals and objectives that are educationaliy relevant, developmentally appropriate and sensitive to the chitd's eul

Proficient

Demonstrates some
sensitivity/awareness of child’s
developmental, cultural and linguistic
background in the development and
instructional'implemsntation of IEP
goals and objectives but lacks depth
of understanding specific areas of
differences.

Demonstrates consistent
sensitivity/awareness of child's
developmental, cultural and linguistic
background in the development and
instructional implementation of [EP
goals and objectives. idenifies and
Sequences objeclives to achieve
established goals,

tural and linguistic

EXEMPLARY
Demonstrates exemplary -
sensitivity/awareness of child's
developmental, cultural and linguistic
background in the development and
instructional implementation of 1EP
goals and objectives, Identities and
Sequences objectives to achieve

5d. Communlcallng st
Tederal mandates

" BELOW STANDARD

—

DEVELOPING

udent performance hased on established goals and objectives In accordance with profession

Uoes nol communicate student
perfommance based on established
IEP goals and objectives in
accordance with professional
standards, district procedures and
federal mandates,

Proficient

lncnnsistently communicates student
performance based on eslablished
IEP goals and objectives in
accordance with professional
standards, district procedures and
federal mandates, May provide some
information regarding student's
progress.

established goals,

al standards, district procedures angd

EXEMPLARY

Consistently communicates studant
performance based on established
IEP goals and objectives in
accordance with protessional
standards, district Ptocedures ang
federal mandates,

Provides a clear picture of student
progress.

Utilizing data collected,
communicates student performanca
based on established IEP goals and
objectives in accordance with
Professional standards, district
procedures and federal mandates,
Provides a clear picture of studen|
pragress and offers furthar

suggestions to enhance {eaming.
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Norwalk Public Schools
ADMINISTRATOR EVALUATION

Orientation

The evaluator provides the administrator with materials outlining the evaluation process, including
the rubric, the instruments to be used to gather feedback from stakeholders and their alignment to
the rubric, and the process and calculation by which all evaluation elements will be integrated into
the overall rating. A timeline for the full cycle of the evaluation process, including general timing
of each step throughout the year is also provided.

All steps must conclude by the end of the school year. All administrator evaluators received
training as a pilot district.

Evaluation Process

The Norwalk Public Schools Administrator Evaluation designed model for the evaluation and
support of administrators, is based on the Connecticut School Leadership Standards.
Administrator evaluation and support model defines administrator effectiveness in terms of (1)
administrator practice (the actions taken by administrators that have been shown to impact key
aspects of school life); (2) the results that come from this leadership (teacher effectiveness and
student achievement); and (3) the perceptions of the administrator’s leadership among key
stakeholders in his/her community.

The Norwalk model describes four levels of performance for administrators and focuses on
the practices and outcomes for effective school and district leaders. These administrators
can be characterized as:

e Meeting expectations as an instructional leader;

® Meeting expectations in at least 3 other areas of practice;

¢ Meeting 1 target related to stakeholder feedback;

® Meeting state accountability growth targets on tests of core academic subjects (2015);

e Meeting and making progress on 2 Student Learning Objectives aligned to school and
district priorities; and

¢ Having more than 60% of teachers proficient on the student growth portion of their
evaluation.

This model for administrator evaluation has several benefits for participants and for the broader
community. It provides a structure for the ongoing development of principals and other
administrators to establish a basis for assessing their strengths and growth areas so they have the
feedback they need to get better. It also serves as a means for districts to hold themselves
accountable for ensuring that every child in their district attends a school with effective leaders.



Administrator Evaluation and Steps in the Norwalk Model

The evaluation and support system consists of multiple measures to paint an accurate and
comprehensive picture of administrator performance. All administrators will be evaluated in four
components, grouped into two major categories: Leadership Practice and Student Outcomes.

1. Leadership Practice Related Indicators: An evaluation of the core leadership practices
and skills that positively affect student learning. This category is comprised of two
components:

a) Observation of Leadership Performance and Practice (40%) as defined in the
Common Core of Leading (CCL): Connecticut School Leadership Standards.

b) Stakeholder Feedback (10%) on leadership practice through surveys.

2. Student Outcomes Related Indicators: An evaluation of an administrator’s contribution
to student academic progress, at the school and classroom level. This category is comprised
of two components:

a) Student Learning (45%) assessed in equal weight by: (a) progress on the academic
learning measures in the state’s accountability system for schools and (b) performance
and growth on locally-determined measures.

b) Teacher Effectiveness Outcomes (5%) as determined by an aggregation of teachers’
success with respect to Student Learning Objectives (SLOs)

Scores from each of the four components will be combined to produce a summative performance
rating of Exemplary, Proficient, Developing or Below Standard. The performance levels are
defined as:

o Exemplary — Substantially exceeding indicators of performance
® Proficient — Meeting indicators of performance
* Developing — Meeting some indicators of performance but not others

* Below Standard — Not meeting indicators of performance

2|Page



Process and Timeline

This section describes the process by which administrators and their evaluators collect evidence
about practice and results over the course of a year, culminating with a final rating and
recommendations for continued improvement. The annual cycle allows for flexibility in
implementation and lends itself well to a meaningful and doable process. Often the evaluation
process can devolve into a checklist of compliance activities that do little to foster improvement
and leave everyone involved frustrated. To avoid this, the model encourages two things:

1. That evaluators prioritize the evaluation process, spending more and better time in schools
observing practice and giving feedback; and

2. That both administrators and evaluators focus on the depth and quality of the interactions that
occur in the process, not just on completing the steps.

Each administrator participates in the evaluation process as a cycle of continuous improvement.
The cycle is the centerpiece of state guidelines designed to have all educators play a more active,
engaged role in their professional growth and development. For every administrator, evaluation
begins with goal-setting for the school year, setting the stage for implementation of a goal-driven
plan. The cycle continues with a Mid-Year Formative Review, followed by continued
implementation. The latter part of the process offers administrators a chance to self-assess and
reflect on progress to date, a step that informs the summative evaluation. Evidence from the
summative evaluation and self-assessment become important sources of information for the
administrator’s subsequent goal setting, as the cycle continues into the subsequent year.

Superintendents can determine when the cycle starts. For example, many will want their principals
to start the self-assessment process in the spring in order for goal-setting and plan development to
take place prior to the start of the next school year. Others may want to concentrate the first steps
in the summer months.

- Crientation on - Review goals and @ P

Process p(.’l'l.()l'll'lill'lt't.‘ ; SU“-JSSL}’M"L‘”[

- Prehminary summative
assessment

- Goal-setting/plan - Mid-year formative
and development review

August - September Mid-Year Spring/End-of-year

3|Page



Step 1: Orientation and Context-Setting

To begin the process, the administrator needs five things to be in place:

1.

Student assessments data such as Smarter Balanced and/or beginning of year (BOY), middle
of year (MOY) or end of year (EOY) district evaluations are available for review by the
administrator and the state has assigned the school a School Performance Index (SPI) (2016).

Stakeholder survey data are available for review by the administrator.
The superintendent has communicated his/her student learning priorities for the year.

The administrator has developed a school improvement plan that includes student learning
goals.

The evaluator has provided the administrator with this document in order to orient her/ him
to the evaluation process. Only #5 is required by the approved Guidelines for Educator
Evaluation, but the data from #1-4 are essential to a robust goal-setting process.

Step 2: Goal-Setting and Plan Development

Before a school year starts, administrators identify two Student Learning Objectives (SLOs) and
one survey target, drawing on available data, the superintendent’s priorities, their school
improvement plan and prior evaluation results (where applicable). They also determine two areas
of focus for their practice. This is referred to as “3-2-1 goal-setting.”

RS

¢ Superintendent’s

Priorities SLO 1
Focus Area 1
e School SLO2
Improvement Plan Focus Area 2
Survey Target
o Results

=
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Locally-Determined Measures (Student Learning Objectives)

Administrators establish two Student Learning Objectives (SLOs) on measures aligned to the
district goals. In selecting measures, certain parameters apply:

All measures must align to Common Core State Standards and Connecticut Content Standards.
In instances where there are no such standards that apply to a subject/grade level,
administrators must provide evidence of alignment to research-based learning standards.

At least one of the measures must focus on student outcomes from subjects and/or grades not
assessed on state-administered assessments.

For administrators in high school, one measure must include the cohort graduation rate and the
extended graduation rate, as defined in the State’s approved application for flexibility under
the Elementary and Secondary Education Act. All protections related to the assignment of
school accountability ratings for cohort graduation rate and extended graduation rate shall
apply to the use of graduation data for principal evaluation.

For administrators assigned to a school in “review” or “turnaround” status, indicators will align
with the performance targets set in the school’s mandated improvement plan.

Step 3: Plan Implementation and Evidence Collection

As the administrator implements the plan, he/she and the evaluator both collect evidence about the
administrator’s practice. For the evaluator, this must include at least two and preferably more,
school site visits. Periodic, purposeful school visits offer critical opportunities for evaluators to
observe, collect evidence and analyze the work of school leaders. At a minimum, fall, winter and
spring visits to the school leader’s work site will provide invaluable insight into the school leader’s
performance and offer opportunities for ongoing feedback and dialogue.

Administrator’s evaluator may want to consult the following sources of evidence to collect
information about the administrator in relation to his or her focus areas and goals:

Data systems and reports for student information

Artifacts of data analysis and plans for response

Observations of teacher team meetings

Observations of administrative/leadership team meetings
Observations of classrooms where the administrator is present
Communications to parents and community

Conversations with staff

Conversations with students

Conversations with families
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Step 4: Mid-Year Formative Review

Midway through the school year (especially at a point when interim student assessment data are
available for review) is an ideal time for a formal check-in to review progress. In preparation for
meeting:

o The administrator analyzes available student achievement data and considers progress toward
outcome goals.

* The evaluator reviews observation and feedback forms to identify key themes for discussion.

* The administrator and evaluator hold a Mid-Year Formative Conference, with explicit
discussion of progress toward student learning targets, as well as any areas of performance
related to standards of performance and practice. The meeting is also an opportunity to surface
any changes in the context (e.g., a large influx of new students) that could influence
accomplishment of outcome goals; goals may be changed at this point. Mid-Year Conference
Discussion Prompts are available on the SEED website.

Step 5: Self-Assessment

In the spring, the administrator takes an opportunity to assess his/her practice on all 18
elements of the CCL: Connecticut School Leadership Standards. For each element, the
administrator determines whether he/she:

* Needs to grow and improve practice on this element;

* Has some strengths on this element but needs to continue to grow and improve;
s [s consistently effective on this element; or

¢ Can empower others to be effective on this element.

Step 6: Summative Review and Rating

The administrator and evaluator meet in the late spring to discuss the administrator’s self-
assessment and all evidence collected over the course of the year. While a formal rating follows
this meeting, it is recommended that evaluators use the meeting as an opportunity to convey
strengths, growth areas and their probable rating. After the meeting, the evaluator assigns a rating
based on all available evidence.

Ensuring Fairness and Accuracy: Evaluator Training, Monitoring and Auditing

All evaluators are required to complete training on the SEED evaluation and support model. The
purpose of training is to provide evaluators of administrators with the tools that will result in
evidence-based school site observations; professional learning opportunities tied to evaluation
feedback, improved teacher effectiveness and student performance. Norwalk has adopted the
state rubric.
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Leadership Practice Related Indicators

The Leadership Practice Related Indicators evaluate the administrator’s knowledge of a complex
set of skills and competencies and how these are applied in leadership practice. It is comprised of
two components:

Observation of Leadership Practice, which counts for 40%; and

Stakeholder Feedback, which counts for 10%.

Component #1: Observation of Leadership Practice (40%)
An assessment of an administrator’s leadership practice — by direct observation of practice and the
collection of other evidence - is 40% of an administrator’s summative rating,

Leadership practice is described in the Common Core of Leading (CCL) Connecticut School
Leadership Standards adopted by the Connecticut State Board of Education in June of 2012.

1. Vision, Mission and Goals: Education leaders ensure the success and achievement of all
students by guiding the development and implementation of a shared vision of learning, a
strong  organizational mission and high expectations for student performance.

2. Teaching and Learning: Education leaders ensure the success and achievement of all students
by monitoring and  continuously  improving  teaching  and learning,

3. Organizational Systems and Safety: Education leaders ensure the success and achievement
of all students by managing organizational systems and resources for a safe, high-performing
learning environment.

4. Families and Stakeholders: Education leaders ensure the success and achievement of all
students by collaborating with families and stakeholders to respond to diverse community
interests and needs and to mobilize community resources.

5. Ethics and Integrity: Education leaders ensure the success and achievement of all students
by being ethical and acting with integrity.

6. The Education System: Education leaders ensure the success and achievement of all
students and advocate for their students, faculty and staff needs by influencing systems of
political, social, economic, legal and cuitural contexts affecting education.

As such, Performance Expectation 2 (Teaching and Learning) comprises approximately half
of the leadership practice rating and the other five performance expectations are equally weighted.
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OBSERVATION PROTOCOL/SCHEDULE

Performance ratings will be based on evidence collected about leadership practice as described in
the Common Core of Leading: Connecticut School Leadership Standards.

Performance ratings distinguish among at least four levels of performance and clearly identify
administrator leadership actions related to improving teacher effectiveness, including conducting
teacher evaluations.

Observation protocol distinguishes between observations required for principals, assistant
principals and central office administrators in alignment with Guidelines and include the following
requirements:

1. At least two school site observations for any administrator

2. At least four school site observations for administrators who are new to their district,
school, the profession, or who have received ratings of developing or below standard.

3. Evaluators of assistant principals will conduct at least four observations.

For principals, the district weights the Teaching and Learning Standard at least twice as much as
any other standard.

The other standards of practice have a weighting of at least 5% of the overall evaluation.
The plan requires weights to be determined at the goal-setting conference.

The evaluator is required to provide feedback on administrator performance during the mid-year
conference and end-of-year conference.

Figure 3: Leadership Practice — 6 Performance Expectations

Teaching .-

and
Learning

UrDe S

=40 ) l';%

These weightings should be consistent for all principals and central office administrators. For
assistant principals and other school-based 092 certificate holders in non-teaching roles, the six
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performance expectations are weighed equally, reflecting the need for emerging leaders to develop
the full set of skills and competencies in order to assume greater responsibilities as they move
forward in their careers. While assistant principals’ roles and responsibilities vary from school to
school, creating a robust pipeline of effective principals depends on adequately preparing assistant
principals for the principalship.

In order to arrive at these ratings, administrators are measured against the CCL Leader Evaluation
Rubric which describes leadership actions across four performance levels for each of the six
performance expectations and associated elements. The four performance levels are:

Exemplary: The Exemplary Level focuses on the concepts of developing capacity for action and
leadership beyond the individual leader. Collaboration and involvement from a wide range of staff,
students and stakeholders is prioritized as appropriate in distinguishing Exemplary performance
from Proficient performance.,

Proficient: The rubric is anchored at the Proficient Level using the indicator language from the
Connecticut School Leadership Standards. The specific indicator language is highlighted in bold
at the Proficient level.

Developing: The Developing Level focuses on leaders with a general knowledge of leadership
practices but most of those practices do not necessarily lead to positive results.

Below Standard: The Below Standard Level focuses on a limited understanding of leadership
practices and general inaction on the part of the leader.

Two key concepts, indicated by bullets, are often included as indicators. Each concept
demonstrates a continuum of performance across the row, from below standard to exemplary.

Examples of Evidence are provided for each element of the rubric. While these Examples of
Evidence can be a guide for evaluator training and discussion, they are only examples and should
not be used as a checklist. As evaluators learn and use the rubric, they should review these
Examples of Evidence and generate additional examples from their own experience that could also
serve as evidence of Proficient practice.

Strategies for Using the CCL Leader Evaluation Rubric:

Helping administrators get better: The rubric is designed to be developmental in use. It contains a
detailed continuum of performance for every indicator within the CCL: Connecticut School
Leadership Standards in order to serve as a guide and resource for school leaders and evaluators
to talk about practice, identify specific areas for growth and development, and have language to
use in describing what improved practice would be.
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Making judgments about administrator practice: In some cases, evaluators may find that a leader
demonstrates one level of performance for one concept and a different level of performance for a
second concept within a row. In those cases, the evaluator will use judgment to decide on the level
of performance for that particular indicator.

Assigning ratings for each performance expectation: Administrators and evaluators will not be
required to complete this rubric at the Indicator level for any self-assessment or evaluation process.
Evaluators and administrators will review performance and complete evaluation detail at the
Performance Expectation level and may discuss performance at the Element level, using the
detailed Indicator rows as supporting information as needed. As part of the evaluation process,
evaluators and school leaders should identify a few specific areas for ongoing support and growth.

Assessing the practice of administrators other than principals: All indicators of the evaluation

rubric may not apply to assistant principals or central office administrators. Districts may generate
ratings using evidence collected from applicable indicators in the CCL: Connecticut School
Leadership Standards$.

Performance Expectation 1: Vision, Mission and Goals

Education leaders ensure the success and achievement of all students by guiding the development
and implementation of a shared vision of learning, a strong organizational mission and high
expectations for student performance.

Element A: High Expectations for All

Leaders* ensure that the creation of the vision, mission and goals establishes high expectations for
all students and staff**.

The Leader...

Indicator | Below Standard Developing Proficient
1. Infarmation relies on uses data to uses varied uses a wide range
& analysis their awn set goals for sources of of data to inform
shape vision, knowledge and students. information and  the development

mission and
goals

assumptions to
shape school-
wide vision,
misslon and
goals,

- Alignment to
policies

does not align
the school's
vision, mission
and goals to
district, state or
federa! policies.

shapes a vision
and mission
based on basic
data and analysis.

establishes
schogol vision,
mission and goals
that are partially
aligned to district
priorities.

analyzes data
about current
practices and
outcomes to
shape a vision,
mission and
goals.

aligns the vision,
mission and goals
of the school to
district, state and
federal policies.

of and to
collaborativaly
track pragress
toward achieving
the vision,
mission and
goals.

builds the
capacity of all
staff to ensure
the vision,
mission and goals
are aligned to
district, state and
federal policies.

‘Leader: Connecticut School Leaders who are employed under their immediate administrator oga certificate
(e.g., curriculum coordinator, principal, assistant principal, department head and other supervisory positians.)
**Staff; All educators and non.certified staff
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Arriving at a Leadership Practice Summative Rating

Summative ratings are based on the evidence for each performance expectation in the CCL Leader
Evaluation Rubric. Evaluators collect written evidence about and observe the administrator’s
leadership practice across the six performance expectations described in the rubric. Specific
attention is paid to leadership performance areas identified as needing development.

This is accomplished through the following steps, undertaken by the administrator being evaluated
and by the evaluator completing the evaluation:

The administrator and evaluator meet for a Goal-Setting Conference to identify focus areas for
development of the administrator’s leadership practice.

1.

The administrator collects evidence about his/her practice and the evaluator collects
evidence about administrator practice with a particular emphasis on the identified focus
areas for development. Evaluators of administrators must conduct at least two school site
observations for any administrator and should conduct at least four school site observations
for administrators who are new to their district, school, the profession or who have received
ratings of developing or below standard.

The administrator and evaluator hold a Mid-Year Formative Conference with a focused
discussion of progress toward proficiency in the focus areas identified as needing
development.

Near the end of the school year, the administrator reviews all information and data collected
during the year and completes a summative self-assessment for review by the evaluator,
identifying areas of strength and continued growth, as well as progress on the focus areas.
The evaluator and the administrator meet to discuss all evidence collected to date. Follow-
ing the conference, the evaluator uses the preponderance of evidence to assign a summative
rating of exemplary, proficient, developing or below standard for each performance expec-
tation. Then the evaluator assigns a total practice rating based on the criteria in the chart
below and generates a summary report of the evaluation before the end of the school year.
Central office administrators will create two goals and objectives aligned with CCSS or
district assessments implementation and professional learning activities.
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Principals and Central Office Administrators:

Exemplary Proficient Developing Below Standard

Exemplary on At least Proficient At least Below Standard on
Teaching and anTeaching Developing on Teaching and
Learning and Learning Teaching and Learning
+ + Learning
+ or

Exemplary on at least At least Proficient on At least Developing Below Standard on
2 other performance at least 3 ather per- on at least 3 other at least 3 ather
expectations formance performance performance
+ expectations expectations expectations

+
No rating below No rating below
Proficient on any Developing on any
performance performance
expectation expectation

Assistant Principals and Other School-Based Administrators:

Exemplary Proficient Developing Below Standard

Exemplary on at least At least Praficient on Atleast Developingon  Befow Standard on

half of measured at least a majority of at leasta at least half of
performance performance majority of performance
expectations expectations performance expectations
+ + expectations

No rating below No rating below

Proficient on any Developing on any

performance performance

expectation expectation

Component #2: Stakeholder Feedback (10%)

Feedback from stakeholders — assessed by administration of a survey with measures that align to
the CCL: Connecticut School Leadership Standards — is 10% of an administrator’s summative
rating.

For each administrative role, the stakeholders surveyed should be those in the best position to
provide meaningful feedback. For school-based administrators, stakeholders solicited for feedback
must include teachers and parents, but may include other stakeholders (e.g., other staff, community
members, students, etc.).

Leadership practice surveys focus directly on feedback related to a leader’s performance and the
impact on stakeholders. Leadership Practice Surveys for principals and other administrators are
available and there are also a number of instruments that are not specific to the education sector,
but rather probe for information aligned with broader leadership competencies that are also
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relevant to Connecticut administrators’ practice. Typically, leadership practice surveys for use in
principal evaluations collect feedback from teachers and other staff members.

School climate surveys cover many of the same subjects as school practice surveys but are also
designed to probe for perceptions from stakeholders on the school’s prevailing attitudes, standards
and conditions. They are typically administered to all staff as well as to students and their family
members.

Component #3: Student Learning (45%)
22.5% of the administrator’s evaluation must be based only on student performance and/or growth

on the state-administered assessments in core content areas that are part of the state’s school
accountability system and includes:

1) School Performance Index (SPI) progress from year to year
2) SPI progress for student subgroups

NOTE: For the 2015-16 academic year, the required use of state test data is suspended, pending
federal approval.

22.5% of the administrator’s evaluation is based on at least two locally-determined indicators of
student learning. At least one of which includes student outcomes from subjects and/or grades not
assess on state administered assessments.

Locally determined indicators are required to align to CT learning standards.

For administrators in high schools, selected indicators include the cohort graduation rate and the
extended graduation rate.

For all school-based administrators, selected indicators are required to be relevant to the student
population served by the administrator’s school.

Turnaround schools or schools in review, indicators used for administrator evaluation are required
to align with the performance targets set out in this school’s mandated improvement plan.

Component #4: Teacher Effectiveness Qutcomes (5%)
It is evident that 5% of the an administrator’s summative rating is based on teacher effectiveness

outcomes as measured by: (a) improving the percentage (or meeting a target of a high percentage)
of teachers who meet the student learning objectives outlined in their performance evaluations (If
this approach is used, district should ensure that the process for setting student learning objectives
is rigorous); and/or (b} other locally-determined measures of teacher effectiveness.
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Improvement and Remediation Plans

If an administrator’s performance is rated as developing or below standard, it signals the need for
focused support and development. Improvement and remediation plans are developed during
consultation with the administrator and his/her exclusive bargaining representative, when
applicable. The plans are differentiated by the level of identified need and/or stage of development.

Norwalk has developed a system of stages or levels of support. For example:

1. Structured Support: An administrator would receive structured support when an area(s) of
concern is identified during the school year. This support is intended to provide short-term
assistance to address a concern in its early stage.

2. Special Assistance: An administrator would receive special assistance when he/she earns an
overall performance rating of developing or below standard and/or has received structured support.
An educator may also receive special assistance if he/she does not meet the goal(s) of the structured
support plan. This support is intended to assist an educator who is having difficulty consistently
demonstrating proficiency.

3. Intensive Assistance: An administrator would receive intensive assistance when he/she does
not meet the goal(s) of the special assistance plan. This support is intended to build the staff
member’s competency.

An administrator may be moved into an improvement plan if any Connecticut School Leadership
Standard needs improvement.

Definition of Effectiveness and Ineffectiveness
Norwalk defines effectiveness and ineffectiveness as utilizing a pattern of summative ratings
derived from the evaluation system. A pattern may consist of a pattern of one rating.

Novice administrators shall generally be deemed effective if said administrator receives at least
two sequential proficient ratings, one of which must be earned in the fourth vear of a novice
administrator’s career. A below standard rating shall only be permitted in the first year of a novice
administrator’s career, assuming a pattern of growth of developing in year two and two sequential
proficient ratings in years three and four.

An experienced administrator shall generally be deemed ineffective if said administrator receives
at least two sequential developing ratings or one below standard rating at any time.
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Dispute-Resolution Process
A panel, composed of the director of human services, administrators union president and a neutral

third person, shall resolve disputes where the evaluator and teacher cannot agree on
objectives/goals, the evaluation period, feedback on performance and practice, or final summative
rating. Resolutions must be topic-specific and timely. Should the process established not result in
resolution of a given issue, the determination regarding that issue will be made by the
Superintendent.

Career Development and Growth

Rewarding exemplary performance identified through the evaluation process with opportunities
for career development and professional growth is a critical step in both building confidence in the
evaluation and support system itself and in building the capacity and skills of all leaders.

Examples of such opportunities include, but are not limited to: observation of peers; mentoring
aspiring and early-career administrators; participating in development of administrator
improvement and remediation plans for peers whose performance is developing or below standard,
leading Professional Learning Communities; differentiated career pathways; and focused
professional learning based on goals for continuous growth and development.

Informed Professional Learning
Learning opportunities are clearly linked to the specific outcomes of the evaluation process as it

relates to student learning results, observations of professional practice and/or the results of
stakeholder feedback. This is linked to district mission and goals as outlined in each school growth
plan.

Administratar Teacher
Final Summative Final Summative
Rating Rating

QOutcome Rating 50"

Outcome Rating 5o™

0% These percentages are 4L 5%
Teacher derived from the same Student
Effectiveness set of data Growth and

Outcomaes Davelopment
45% " o
. ase percentages .5¢
Multiple Student may be derived from Student Leaming
Learning the same set of data Indicators or

Indicators

Student Feedback

Practice Rating go™

4,0%
Observations

of Performance
& Practice

Practice Rating z0™

40%
Observations
of Performance
& Practice

Survey data gathered
from the same
10% stakeholder groups 10%
Stakeholder should be gathered Peer or Parant
Feedback viaa 5ing[g survey, Feedback

when possible
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Common Core of Leading:

Connecticut School Leadership Standards

*Performance Expectations, Elements and Indicators

*For further information, visit: http://www.sde.ct.gov/sde/cwp/view.asp?







Overview of the Performance Expectations, Elements and Indicators

PERFORMANCE EXPECTATION 1: Vision, Mission, and Goals

Education leaders ensure the success and achievement of all students by guiding the
development and implementation of a shared vision of learning, a strong organizational mission,
and high expectations for student performance.

Element A. High Expectations for All: Leaders ensure that the creation of the vision, mission and
goals establish high expectations for all students and staff.

Element B. Shared Commitments to Implement the Vision, Mission, and Goals:
Leaders ensure that the process of implementing and sustaining the vision, mission, and goals is
inclusive, building common understandings and commitment among all stakeholders.

Element C. Continuous Improvement toward the Vision, Mission, and Goals: Leaders ensure
the success and achievement of all students by consistently monitoring and refining the
implementation of the vision, mission and goals.

PERFORMANCE EXPECTATION 2: Teaching and Learning

Education leaders ensure the success and achievement of all students by monitoring and
continuously improving teaching and learning.

Element A. Strong Professional Culture: Leaders develop a strong professional culture which
leads to quality instruction focused on student learning and the strengthening of professional
competencies.

Element B. Curriculum and Instruction: Leaders understand and expect faculty to plan,
implement, and evaluate standards-based curriculum and challenging instruction aligned with
Connecticut and national standards.

Element C. Assessment and Accountability:
Leaders use assessments, data systems, and accountability strategies to improve achievement,
monitor and evaluate progress, and close achievement gaps.

PERFORMANCE EXPECTATION 3: Organizational Systems and Safety

Education leaders ensure the success and achievement of all students by managing
organizational systems and resources for a safe, high-performing learning environment.

Element A. Welfare and Safety of Students, Faculty and Staff: Leaders ensure a safe
environment by addressing real and potential challenges to the physical and emotional safety and
security of students, faculty and staff.

Element B. Operational Systems: Leaders distribute responsibilities and supervise management
structures and practices to improve teaching and learning.

Element C. Fiscal and Human Resources: Leaders establish an infrastructure for finance and
personnel that operates in support of teaching and leaming.

CCL~CSLS June 27, 2012




Overview of the Performance Expectations, Elements and Indicators

PERFORMANCE EXPECTATION 4: Families and Stakeholders

Education leaders ensure the success and achievement of all students by collaborating with
Jamilies and other stakeholders to respond to diverse community interests and needs and to
mobilize community resources.

Element A. Collaboration with Families and Community Members: Leaders ensure the
success of all students by collaborating with families and other stakeholders.

Element B. Community Interests and Needs: Leaders respond and contribute to
community interests and needs to provide high quality education for students and their
families.

Element C. Community Resources: Leaders access resources shared among schools,
districts, and communities in conjunction with other organizations and agencies that provide
critical resources for children and families.

PERFORMANCE EXPECTATION 5: Ethics and Integrity

Education leaders ensure the success and achievement of all students and staff by modeling
ethical behavior and integrity.

Element A. Ethical and Legal Standards of the Profession: Leaders demonstrate ethical
and legal behavior.

Element B. Personal Values and Beliefs: Leaders demonstrate a commitment to values,
beliefs, and practices aligned with the vision, mission and goals for student learning.

Element C. High Standards for Self and Others: Leaders model and expect exemplary
practices for personal and organizational performance, ensuring accountability for high
standards of student learning.

PERFORMANCE EXPECTATION 6: The Education System

Education leaders ensure the success and achievement of all students and advocate Jor their
students, faculty and staff needs by influencing social, cultural, economic, legal, and political
contexts affecting education.

Element A. Professional Influence: Leaders improve the broader social, cultural
economic, legal, and political, contexts of education for all students and families.

Element B. The Educational Policy Environment: Leaders uphold and contribute to
policies and political support for excellence and equity in education.

Element C. Policy Engagement: Leaders engage policymakers to inform and improve
education policy.
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PERFORMANCE EXPECTATION 1: Vision, Mission, and Goals

(PERFORMANCE EXPECTATION 1: Vision, Mission, and Goals 3

Education leaders ensure the success and achievement of all students by
guiding the development and implementation of a shared vision of
learning, a strong organizational mission, and high expectations for

\__Student performance. J

Dispositions exemplified in Expectation 1:
Education leaders believe in, value, and are committed to
» Every student learning
Collaboration with all stakeholders
Examining assumptions and beliefs
High expectations for all students and staff
Continuous improvement for all based on evidence

Narrative
Education leaders are accountable and have unique responsibilities for developing and
implementing a shared vision of learning to guide organizational decisions and actions.
The shared vision assists educators and students to continually develop the knowledge,
skills and dispositions to live and succeed as global citizens. Education leaders guide a
process for developing, monitoring, and refining a shared vision, strong mission, and
goals that are high and achievable for every student when provided with effective

learning opportunities.

The vision, mission, and goals include a global perspective and become the beliefs of the
school community in which all students achieve. The vision, mission, and goals become
the touchstone for decisions, strategic planning, and change processes. They are
regularly reviewed and refined, using varied sources of information and ongoing data
analysis.

To be effective, processes of establishing vision, mission, and goals incorporate diverse
perspectives in the broader school community and create consensus to which all can
commit. While leaders engage others in developing and implementing the vision,
mission, and goals, it is undeniably their responsibility to also advocate for and act to
increase equity and social justice.

CCL-CSLS
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PERFORMANCE EXPECTATION I: Vision, Mission, and Goals

Element A: High Expectations for All

Leaders ensure that the creatlon of the vision, mission, and goals establishes high expectations
for all students and staff.’

Indicators;: A leader...

Uses varied sources of information and analyzes data about current practices and outcomes
to shape a vision, mission, and goals.

. Aligns the vision, mission, and goals of the school to district, state, and federal policies.

lncorporates diverse perspectives and collaborates with all stakeholders’ to develop a shared
vision, mission, and goals so that all students have equitable and effective learning
opportunities.

! Leader: Connecticut School Leaders who are employed under their intermediate administrator 092
certificate (e.g. curriculum coordinator, principal, assistant principal, departiment head, and other

, educational supervisory positions).

° Staff: all educators and non-certified staff.

? Stakeholder: a person, group or organization with an interest in education.
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PERFORMANCE EXPECTATION 1: Vision, Mission, and Goals

Element B: Shared Commitments to Implement and Sustain the Vision, Mission, and

Goals
Leaders ensure that the process of implementing and sustaining the vision, mission, and goals is
inclusive, building common understandings and commitment among all stakeholders.

Indicators: A leader...

1. Develops shared understandings, commitments, and responsibilities with the school
community and other stakeholders for the vision, mission, and goals to guide decisions and
evaluate actions and outcomes.

Aligns actions and communicates the vision, mission, and goals so that the school
community and other stakeholders understand, support, and act on them consistently.

Advocates for and acts on commitments in the vision, mission, and goals to provide
equitable and effective learning opportunities for all students.
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PERFORMANCE EXPECTATION 1: Vision, Mission, and Goals

Element C: Continuous Improvement toward the Vision, Mission, and Goals
Leaders ensure the success and achievement of all students by consistently monitoring and
refining the implementation of the vision, mission, and goals.

Indicators: A leader...

1. Uses data systems and other sources of information to identify strengths and needs of
students, gaps between current outcomes and goals, and areas for improvement.

Uses data, research, and best practice to shape programs and activities and regularly assesses
their effects.

. Analyzes data and collaborates with stakeholders in planning and carrying out changes in
programs and activities.

Identifies and addresses barriers to achieving the vision, mission, and goals.

Seeks and aligns resources to achieve the vision, mission, and goals.
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PERFORMANCE EXPECTATION 2: Teaching and Learning

PERFORMANCE EXPECTATION 2: Teaching and Learning

Education leaders ensure the success and achievement of all students by
monitoring and continuously improving teaching and learning.

Dispositions exemplified in Expectation 2:
Education leaders believe in, value, and are committed 1o

s Learning as the fundamental purpose of school
* Inspiring a life-long love of learning
High expectations for all
Standards-based curriculum and challenging instruction
Diversity as an asset
Continuous professional growth and development to support and broaden
learning
Collaboration with all stakeholders

Narrative

CCL—-CSLS

In a strong professional culture, leaders share responsibilities to provide quality,
effectiveness, and coherence across all components of the instructional system. Leaders
are responsible for a professional culture in which learning opportunities are targeted to
the vision, mission, and goals and include a global perspective. Instruction is
differentiated to provide opportunities to challenge all students to achieve.

A strong professional culture includes professional development and leadership
opportunities. As a supervisor and evaluator the school leader provides timely, accurate,
and specific feedback and time for reflective practice.

Educators collaboratively and strategically plan their professional learning to meet
student needs. Leaders engage in continuous inquiry about the effectiveness of curricular
and instructional practices and work collaboratively with staff and other educational
leaders to improve student learning.
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PERFORMANCE EXPECTATION 2: Teaching and Learning

]

Element A: Strong Professional Culture
Leaders develop a strong professional culture which leads to quality instruction focused on

student learning and the strengthening of professional competencies.

Indicators: A leader...

1. Develops shared understanding and commitment to close achievement gaps* so that all
students achieve at their highest levels.

Supports and evaluates professional development to broaden faculty’ teaching skills to meet
the needs of all students,

Seeks opportunities for personal and professional growth through continuous inquiry.

Fosters respect for diverse ideas and inspires others to collaborate to improve teaching and
learning.

Provides support, time, and resources to engage faculty in reflective practice that leads to
evaluating and improving instruction, and in pursuing leadership opportunities.

Provides timely, accurate, specific, and ongoing feedback using data, assessments, and
evaluation methods that improve teaching and learning.

achievement gap (attainment gap): refers to the observed disparity on a number of educational measures
between performance groups of students, especially groups defined by gender, race/ethnicity, and socioeconomic
status. The gap can be observed on a variety of measures, including standardized test scores, grade point average,
dropout rates, and college-enrollment and completion rates,

* faculty: certified school faculty.

CCL~CSLS June 27, 2012 Page 8




PERFORMANCE EXPECTATION 2: Teaching and Learnin

(0.3
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Element B: Curriculum and Instruction
Leaders understand and expect faculty to plan, implement, and evaluate standards-based
curriculum and challenging instruction aligned with Connecticut and national standards.

Indicators: A leader...

1. Develops a shared understanding of curriculum, instruction, and alignment of standards-based
instructional programs,

. Ensures the development, implementation, and evaluation of curriculum, instruction, and
assessment by aligning content standards, teaching, professional development, and
assessment methods,

. Uses evidence-based strategies and instructional practices to improve learning for the diverse
needs of all student populations.®

. Develops collaborative processes to analyze student work, monitor student progress, and
adjust curriculum and instruction to meet the diverse needs of all students.

. Provides faculty and students with access to instructional resources, training, and technical
support to extend learning beyond the classroom walls.

. Assists faculty and students to continually develop the knowledge, skills, and dispositions to
live and succeed as global citizens,

® diverse student needs: students with disabilities, cultural and linguistic differences, characteristics of gified and
talented, varied socio-economic backgrounds, varied school readiness, or other factors affecting learning.
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PERFORMANCE EXPECTATION 2: Teaching and Learning

Element C: Assessment and Accountability
Leaders use assessments, data systems, and accountability strategies to improve achievement,
monitor and evaluate progress, and close achievement gaps.

Indicators: A leader...

1. Uses district, state, national, and international assessments to analyze student performance,
advance instructional accountability, and guide school improvement.

Develops and uses multiple sources of information’ to evaluate and improve the quality of
teaching and learning.

Implements district and state processes to conduct staff evaluations to strengthen teaching,
learning and school improvement.

Interprets data and communicates progress toward the vision, mission, and goals for faculty
and all other stakeholders.

? multiple sources of information: including but not limited to test scores, work samples, school climate data,

teacher/family conferences and observations.

CCL—-CSLS June 27, 2012 Page 10




PERFORMANCE EXPECTATION 3: Organizational Systems and Safety

/PERFORMANCE EXPECTATION 3: Managing Organizational Systems and
Safety

Education leaders ensure the success and achievement of all students by
managing organizational systems and resources for a safe, high-
\_ performing learning environment.

&/

Dispositions exemplified in Expectation 3:
Education leaders believe in, value, and are committed to
* A physically and emotionally safe and supportive learning environment
» Collaboration with all stakeholders
¢ Equitable distribution of resources
* Shared management in service of staff and students

Narrative
In order to ensure the success of all students and provide a high-performing learning
environment, education leaders manage daily operations and environments through
effective and efficient alignment of resources with the vision, mission, and goals.

Leaders identify and allocate resources equitably to promote the academic, physical, and
emotional well-being of all students and staff. Leaders address any conditions that might
impede student and staff learning. They uphold laws and implement policies that protect
the safety of students and staff. Leaders promote and maintain a trustworthy,
professional work environment by fulfilling their legal responsibilities, implementing
policies, supporting due process, and protecting civil and human rights of all.

CCL-CSLS June 27, 2012 Page 1




PERFORMANCE EXPECTATION 3: Organizational Systems and Safety

Element A: Welfare and Safety of Students, Faculty and Staff

Leaders ensure a safe environment by addressing real and potential challenges to the physical
and emotional safety and security of students, faculty and staff.

Indicators: A leader...

1. Develops, implements and evaluates a comprehensive safety and security plan in
collaboration with the district, public safety departments and the community.

. Advocates for, creates and supports collaboration that fosters a positive school climate which
promotes the learning and well being of the school community.

. Involves families and the community in developing, implementing, and monitoring
guidelines and community norms for accountable behavior to ensure student learning.
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PERFORMANCE EXPECTATION 3: Organizational Systems and Safety

Element B: Operational Systems
Leaders distribute responsibilities and supervise management structures and practices to

improve teaching and learning.

Indicators: A leader...

I. Uses problem-solving skills and knowledge of operational planning to continuously improve
the operational system.

. Ensures a safe physical plant according to local, state and federal guidelines and legal
requirements for safety.

. Facilitates the development of communication and data systems that assures the accurate and
timely exchange of information to inform practice.

Evaluates and revises processes to continuously improve the operational system.

- Oversees acquisition, maintenance and security of equipment and technologies that support
the teaching and learning environment.
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PERFORMANCE EXPECTATION 3¢ Organizational Systems and Safety

Element C: Fiscal and Human Resources
Leaders establish an infrastructure for finance and personnel that operates in support of teaching

and learning.

Indicators: A leader...

1. Develops and operates a budget within fiscal guidelines that aligns resources of school,
district, state and federal regulations.

. Seeks, secures and aligns resources to achieve organizational vision, mission, and goals to
strengthen professional practice and improve student learning.

Implements practices to recruit, support, and retain highly qualified staff.

. Conducts staff evaluation processes to improve and support teaching and learning, in keeping
with district and state policies.
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PERFORMANCE EXPECTATION 4: Families and Stakeholders

ﬁERFORMANCE EXPECTATION 4: Collaborating with Families and N
Stakeholders

Education leaders ensure the success and achievement of all students by
collaborating with families and other stakeholders to respond to diverse
community interests and needs and to mobilize community resources.

.

_4

Dispositions exemplified in Expectation 4:
Education leaders believe in, value, and are commitied to
* High standards for all students and staff
¢ Including families, community resources and organizations as partners
¢ Respecting the diversity of family composition and culture
e Continuous learning and improvement for all

Narrative
In order to ensure the success and achievement of all students, educational leaders
mobilize all stakeholders by fostering their participation and collaboration and seeking
diverse perspectives in decision making and activities.

Leaders recognize that diversity enriches and strengthens the education system and a
participatory democracy.

Leaders ensure that teachers effectively communicate and collaborate with families in
support of their children’s learning.

In communicating with families and the community, leaders invite feedback and

questions so that communities can be partners in providing the best education for every
student,

CCL-CSLS June 27, 2012




PERFORMANCE EXPECTATION 4: Families and Stakeholders

Element A: Collaboration with Families and Community Members
Leaders ensure the success of all students by collaborating with families and other stakeholders.

Indicators: A leader...

1. Coordinates the resources of schools, family members, and the community to improve
student achievement.

Welcomes and engages families in decision making to support their children’s education.

Uses a variety of strategies to engage in open communication with staff, families and
community members.
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PERFORMANCE EXPECTATION 4: Families and Stakeholders

Element B: Community Interests and Needs

Leaders respond and contribute to community interests and needs to provide high quality
education for students and their families.

Indicators: A leader...

I. Demonstrates the ability to understand, communicate with, and interact effectively with
people.

Uses assessment strategies and research methods to understand and address the diverse needs
of student and community conditions and dynamics.

. Capitalizes on the diversity® of the community as an asset to strengthen education.

Collaborates with community programs serving students with diverse needs.

Involves all stakeholders, including those with competing or conflicting educational
perspectives.

Kdiversity: including, but not limited to cultural, ethic, racial, economic, linguistic, and generational.
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PERFORMANCE EXPECTATION 4: Families and Stakeholders

Element C: Community Resources

Leaders access resources shared among schools, districts, and communities in conjunction with
other organizations and agencies that provide critical resources for children and families.

Indicators: A feader...

1. Collaborates with community agencies for health, social, and other services that provide
essential resources and services to children and families.

Develops mutually beneficial relationships with community organizations and agencies to
share school and community resources.

. Applies resources and funds to support the educational needs of all children and families.
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PERFORMANCE EXPECTATION 5: Ethics and Integrity

PERFORMANCE EXPECTATION 5: Ethics and Integrity

Education leaders ensure the success and achievement of all students and
staff by modeling ethical behavior and integrity.

Dispositions exemplified in Expectation 5:
Education leaders believe in, value, and are committed 1o
¢ Modeling ethical principles and professional conduct
in all relationships and decisions
Upholding the common good over personal interests
Taking responsibility for actions
Promoting social justice and educational equity for all learners

Narrative
Connecticut school leaders exhibit professional conduct in accordance with
Connecticut's Code of Professional Responsibility for Educators (Appendix A).

Leaders hold high expectations of themselves, students, and staff to ensure that all
students have what they need to learn. They remove barriers to high-quality education
that derive from economic, social, cultural, linguistic, physical, gender, or other sources
of educational disadvantage or discrimination. By promoting social justice across highly
diverse populations, leaders ensure that all students have equitable access to educational
resources and opportunities.

Leaders create and sustain an educational culture of trust and openness. They promote
reflection and dialogue about values, beliefs, and best practices. Leaders are receptive to
new ideas about how to improve learning for every student by engaging others in
decision making and monitoring the resulting consequences on students, staff, and the
school community.
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PERFORMANCE EXPECTATION 5: Ethics and Integrity

Element A: Fthical and Legal Standards of the Profession

Leaders demonstrate ethical and legal behavior.

Indicators: A leader...

1. Exhibits professional conduct in accordance with Connecticut’s Code of Professional
Responsibility for Educators (see Appendix A).

Models personal and professional ethics, integrity, justice, and fairness and holds
others to the same standards.

Uses professional influence and authority to foster and sustain educational equity and
social justice’ for all students and staff.

Protects the rights of students, families and staff and maintains confidentiality.

* Social Justice: recognizing the potential of all students and providing them with the opportunity to reach that
potential regardless of ethnic origin, economic level, gender, sexual orientation, race, religion, etc, 1o ensure
fairmess and equity for all students.
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PERFORMANCE EXPECTATION 5: Ethics and Integrity

Element B: Personal Values and Beliefs
Leaders demonstrate a commitment to values, beliefs and practices aligned with the vision,

mission, and goals for student learning.

Indicators: A leader...

. Demonstrates respect for the inherent dignity and worth of each individual.

. Models respect for diversity and equitable practices for all stakeholders.

. Advocates for and acts on commitments stated in the vision, mission, and goals to provide
equitable, appropriate, and effective learning opportunities.

- Overcomes challenges and leads others to ensure that values and beliefs promote the school
vision, mission, and goals needed to ensure a positive learning environment.
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PERFORMANCE EXPECTATION 5: Ethics and Integrity

Element C: High Standards for Self and Others
Leaders model and expect exemplary practices for personal and organizational performance,
ensuring accountability for high standards of student learning.

Indicators: A leader...

1. Models, reflects on, and builds capacity for lifelong learning through an increased
understanding of research and best practices.

Supports on-going professional learning and coilaborative opportunities designed to
strengthen curriculum, instruction and assessment.

Allocates resources equitably to sustain a high level of organizational performance.

Promotes understanding of the legal, social and ethical use of technology among all members
of the school community.

Inspires and instills trust, mutual respect and honest communication to achieve optimal
levels of performance and student success.

Leaders model and expect exemplary practices for personal and organizational performance,
ensuring accountability for high standards of student learning.
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PERFORMANCE EXPECTATION 6: The Education System

’ )

PERFORMANCE EXPECTATION 6: The Education System

Education leaders ensure the success and achievement of all students and
advocate for their student, faculty and staff needs by influencing social,
cultural, economic, legal, and political contexts affecting education.

Dispositions exemplified in Expectation 6:
Education leaders believe in, value, and are committed to
* Advocating for children and public education
Influencing policies
Upholding and improving laws and regulations
Eliminating barriers to achievement
Building on diverse social and cultural assets

Narrative

In a variety of roles, leaders contribute special skills and insights to the cultural,
economic, legal, political, and social well-being of educational organizations and
environments.

Leaders understand that public schools belong to the public and contribute to the public
good. They see schools and districts as part of larger local, state, and federal systems
that support the success of every student, while increasing equity and social justice.
Leaders see education as an open system in which policies, goals, and resources extend
beyond traditional ideas about organizational boundaries of schools or districts. Leaders
advocate for education and students in professional, social, economic, cultural, political
and other arenas. They recognize how principles and structures of governance affect
federal, state, and local policies and work to influence and interpret changing norms and
policies to benefit all students.

Building strong relationships with stakeholders and policymakers enables leaders to
identify, respond to, and influence issues, public awareness, and policies.

Leaders who participate in the broader system strive to provide information and engage
constituents with data to sustain progress and address needs.
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PERFORMANCE EXPECTATION 6: The Education System

Element A: Professional Influence
Leaders improve the broader, social, cultural, economic, legal, and political contexts of
education for all students and families.

Indicators: A leader...

Promotes public discussion within the school community about federal, state, and local laws,
policies, and regulations affecting education.

Develops and maintains relationships with a range of stakeholders and policymakers to
identify, respond to, and influence issues that affect education.

Advocates for equity, access, and adequacy in providing for student and family needs to
enable all students to meet educational expectations.
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PERFORMANCE EXPECTATION 6: The Education System

Element B: The Educational Policy Environment
Leaders uphold and contribute to policies and political support for excellence and equity in
education.

Indicators: A leader...

I. Collects and accurately communicates data about educational performance in a clear and
timely way.

. Communicates with decision makers and the community to improve public understanding of
federal, state, and local laws, policies, and regulations.

. Upholds federal, state, and local laws, and influences policies and regulations in support of
education.
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PERFORMANCE EXPECTATION 6: The Education System

Element C: Policy Engagement
Leaders engage policymakers to inform and improve education policy.

Indicators: A leader...

1. Advocates for public policies and administrative procedures that provide for present and
future needs of children and families to improve equity and excellence in education.

. Promotes public policies that ensure appropriate, adequate, and equitable human and fiscal
resources to improve student learning,

. Collaborates with community leaders to collect and analyze data on economic, social, and
other emerging issues to inform district and school planning, policies, and programs.

CCL-CSLS June 27, 2112
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APPENDIX

Sec. 10-145d-400a. Code of Professional Responsibility for Educators

(a) Preamble

The Code of Professional Responsibility for Educators is a set of principles which the education
profession expects its members to honor and follow. These principles set forth, on behalf of the
education profession and the public it serves, standards to guide conduct and the judicious appraisal
of conduct in situations that have professional and ethical implications. The Code adheres to the
fundamental belief that the student is the foremost reason for the existence of the profession.

The education profession is vested by the public with a trust and responsibility requiring the highest
ideals of professionalism. Therefore, the educator accepts both the public trust and the
responsibilities to practice the profession according to the highest possible degree of ethical conduct
and standards. Such responsibilities include the commitment to the students, the profession, the
community and the family.

Consistent with applicable law, the Code of Professional Responsibility for Educators shall serve as a
basis for decisions on issues pertaining to certification and employment. The code shall apply to all
educators holding, applying or completing preparation for a certificate, authorization, or permit or
other credential from the State Board of Education. For the purposes of this section, “educator”
includes superintendents, administrators, teachers, special services professionals, coaches, substitute
teachers, and paraprofessionals.

PROFESSIONAL CONDUCT

{b) Responsibility to the student

(1) The professional educator, in full recognition of his or her obligation to the student shall:

(A) Recognize, respect and uphold the dignity and worth of students as individual human beings
and, therefore, deal justly and considerately with students;

(B) Engage students in pursuit of truth, knowledge, and wisdom and provide access to all points
of view without deliberate distortion of subject matter;

(C) Nurture in students lifelong respect and compassion for themselves and other human beings
regardless of race, ethnic origin, gender, social class, disability, religion, or sexual
orientation;

(D) Foster in students the full understanding, application, and preservation of democratic
principles and processes;

(E) Guide students to acquire the requisite skills and understanding for participatory citizenship
and to realize their obligation to be worthy and contributing members of society;

(F) Assist students in the formulation of worthy, positive goals;

(G) Promote the right and freedom of students to learn, explore ideas, develop critical thinking,
problem-solving, and necessary learning skills to acquire the knowledge needed to achieve
their full potential;

(H) Remain steadfast in guaranteeing equal opportunity for quality education for all students;

(I) Maintain the confidentiality of information concerning students obtained in the proper course
of educational process, and dispense such information only when prescribed or directed by
federal or state law or professional practice;

(1} Create an emotionally and physically safe and healthy learning environment for all students;
and

(K) Apply discipline promptly, impartially, appropriately and with compassion.

CCL-CSLS
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APPENDIX

(c) Responsibility to the profession
(1) The professional educator, in full recognition of his or her obligation to the profession, shall:

(A) Conduct himself or herself as a professional realizing that his or her action reflects directly
upon the status and substance of the profession;

(B) Uphold the professional educator’s right to serve effectively;

(C) Uphold the principle of academic freedom;

(D) Strive to exercise the highest level of professional judgment;

(E) Engage in professional learning to promote and implement research-based best educational
practices;

(F) Assume responsibility for his or her professional development;

(G) Encourage the participation of educators in the process of educational decision making;

(H) Promote the employment of only qualified and fully certified, authorized, or permitted
educators;

(I) Encourage promising, qualified, and competent individuals to enter the profession;

(J) Maintain the confidentiality of information concerning colleagues and dispense such
information only when prescribed or directed by federal or state law or professional practice;

(K) Honor professional contracts until fulfillment, release, or dissolution mutually agreed upon by
all parties to contract;

(L) Create a culture that encourages purposeful collaboration and dialogue among all
stakeholders;

{M)Promote and maintain ongoing communication among all stakeholders; and

(N) Provide effective leadership to ensure continuous focus on student achievement.

(d) Responsibility to the community

(1) The professional educator, in full recognition of the public trust vested in the profession, shall:

(A) Be cognizant of the influence of educators upon the community-at-large, and obey local,
state, and national laws;

(B) Encourage the community to exercise its responsibility to be involved in the formulation of
educational policy;

(C) Promote the principles and ideals of democratic citizenship; and

(D) Endeavor to secure equal educational opportunities for all students.

(e) Responsibility to the Student’s Family
(1) The professional educator in recognition of the public trust vested in the profession, shall:

(A) Respect the dignity of each family, its culture, custems, and beliefs;

(B) Promote, respond, and maintain appropriate communications with the family, staff, and
administration;

(C) Consider the family’s concerns and perspectives on issues involving its children;
and

(D) Encourage participation of the family in the educational process.
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APPENDIX

UNPROFESSIONAL CONDUCT*
(f) The professional educator, in full recognition of his or her obligation to the student, shall not;

(A) Abuse his or her position as a professional with students for private advantage;
(B) Discriminate against students;

(C) Sexually or physically harass or abuse students;

(D) Emotionally abuse students; or

(E) Engage in any misconduct which would put students at risk.

(g) The professional educator, in full recognition of his or her obligation to the profession, shall not:

(A) Obtain a certificate, authorization, permit or other credential issued by the state board of
education or obtain employment by misrepresentation, forgery or fraud;

(B) Accept any gratuity, gift or favor that would impair or influence professional decisions or
actions;

(C) Misrepresent his, her or another’s professional qualifications or competencies;

(D) Sexually, physically or emotionally harass or abuse district employees;

(E) Misuse district funds and/or district property; or

(F) Engage in any misconduct which would impair his or her ability to serve effectively in the
profession.

(h) The professional educator, in full recognition of the public trust vested in the profession, shall not:

(A) Exploit the educational institution for personal gain;

(B) Be convicted in a court of law of a crime involving moral turpitude or of any crime of such
nature that violates such public trust; or

(C) Shall not knowingly misrepresent facts or make false statements.

*Unprofessional conduct is not limited to the above, When in doubt regarding professional conduct
{choice of actions) please seek advice from your school district.

(i) This code shall be reviewed for potential revision concurrently with the revision of the Regulations
Concerning State Educator Certificates, Permits and Authorizations, and by the Connecticut Advisory
Councils for Administrator and Teacher Professional Standards. As a part of such reviews, a process
shall be established to receive input and comment from all interested parties.
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Appendix G: Leader Evaluation Rubric
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Appendix H: Examples of Evidence for Leader Evaluation Rubric
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Performance Expectation 1: Vision, Mission and Goals

Education leaders' ensure the success and achievement of all students by guiding the development and
implementation of a shared vision of learning, a strong organizational mission and high expectations for
student performance.

ELEMENT A: High Expectations for All
Leaders ensure that the creation of the vision, mission and goals establishes high expectations for all
students and staff®,

-

The vision, mission and goals are supported by current, relevant data

Written values and beliefs reflect high expectations for all students

The vision focuses on student academic excellence and healthy social/ emotional development
Goals and the instructional program are clearly aligned to the vision

The vision, mission and goals are collaboratively developed by and shared with stakeholder groups

EXAMPLES OFEVIDENCE

The school’s goals and vision are shared and widely known within the school community

Parents, staff and other stakeholders are clear about academic expectations

School priorities are public—with a common understanding of short and long term milestones
and goals

Results of the school assessment are publicly shared with the staff and with members of the

community

ELEMENT B: Shared Commitments to Implement and Sustain the Vision, Mission and Goals
Leaders ensure that the process of implementing and sustaining the vision, mission and goals is inclusive,
building common understandings and commitments among all stakeholders.

The school’s goals and vision are shared and widely known within the school community
Parents, staff and other stakeholders are clear about academic expectations

School priorities are public-with a common understanding of short- and-long term milestones
and goals

Results of the school assessment are publicly shared with the staff and with members of the
community

'Leader: Connecticut School Leaders who are employed under their intermediate administrator 092 certificate (e.g.. curricufum
coordmalor principal, assistant principal. department head and other educational supervisory positions)
*Staff: All educators and non-certified staff
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ELEMENT C: Continuous Improvement toward the Vision, Mission and Goals
Leaders ensure the success and achievement of all students by consistently monitoring and refining
the implementation of the vision, mission and goals.

» Disaggregated student data is continually monitored and analyzed to determine the current state
of the school

» Progress toward goals is collaboratively reviewed to make necessary adjustments that keep the
focus on student outcomes

e Fiscal and human resources are aligned with and support priority areas and goals
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EXAMPLES OF EVIDENCE FORLEADER EVALUATION RUBRIC

Performance Expectation 2: Teaching and Learning
Education leaders ensure the success and achievement of all students by monitoring and continuously
improving teaching and learning.

ELEMENT A: Strong Professional Culture
Leaders develop a strong professional culture which leads to quality instruction focused on student
learning and the strengthening of professional competencies,

e Stakeholders are focused on closing achievement gaps between subgroups of students and
use data to determine appropriate interventions for students or subgroups not making
progress

e Effective instructional practices are being implemented across multiple classrooms

¢  Staff are actively engaged in job-embedded collaborative learning including observations of
other teachers

» Teachers are frequently observed by peers and the principal who provide actionable feedback
for reflection and improved instruction

* Teacher leadership opportunities are available and designed to support improved instruction
and student outcomes

ELEMENT B: Curriculum and Instruction
Leaders understand and expect faculty to plan, implement and evaluate standards-based
curriculum and challenging instruction aligned with Connecticut and national standards.

¢ Theschool instructional framework aligns curriculum with standards, instruction,
assessment and learning

* Arigorous, relevant and standards-based curriculum that meets the unique needs of each
student is being implemented

¢ Stakeholders collaboratively review and analyze the effectiveness of the curriculum to make
real-time and necessary adjustments

* Faculty and students are offered diverse and innovative learning opportunities that extend
beyond the classroom
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ELEMENT C: Assessmentand Accountability
Leaders use assessments, data systems and accountability strategies to improve achievement,
monitor and evaluate progress and close achievement gaps.

® Systems to access real-time data and purposefully monitor progress toward goals are in place
and operational

e Information from multiple sources — qualitative and quantitative, formative and
summative — is collaboratively collected and analyzed

¢ Teachers and stafT are evaluated and receive targeted support and guidance through on-going
classroom visits and dialogue

¢ Stakeholders are routinely updated on the progress toward meeting goals and realizing the vision
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EXAMPLES OFEVIDENCE FORLEADER EVALUATION RUBRIC

Performance Expectation 3: Organizational Systems and Safety
Education leaders ensure the success and achievement of all students by managing organizational systems
and resources for a safe, high-performing learning environment.

Element A: Welfare and Safety of Students, Faculty and Staff
Leaders ensure a safe environment by addressing real and potential challenges to the physical and
emotional safety and security of students, faculty and staff.

» The school building is clean and safe in accordance with the school safety pian and any legal
regulations

¢ Theschool is a positive learning environment that supports the success of all students by
meeting their physical, emotional, social and academic needs

Element B: Operational Systems
Leaders distribute responsibilities and supervise management structures and practices to improve

teaching and learing.

* School building is clean and safe in accordance with the school safety plan and any legal
regulations

e Operational responsibilities are distributed among the individuals responsible for the
students’ education and well-being

¢ Up-to-date data systems are used to inform operational, instructional and safety procedures

» Technology equipment is functional and supports the success of all students and adults

Element C: Fiscal and Human Resources
Leaders establish an infrastructure for finance and personnel that operates in support of teaching
and learning.

¢ Instructional funds are transparently and equitably distributed to accomplish the organizational
goals

* Teachers who have the expertise to deliver instruction that maximizes student learning are
recruited and retained

¢ Teachers and staff are evaluated and receive targeted support and guidance as required by
district and state evaluation requirements
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EXAMPLES OF EVIDENCE FOR LEADER EVALUATION RUBRIC

Performance Expectation 4: Families and Stakeholders
Education leaders ensure the success and achievement of all students by collaborating with families
and other stakeholders to respond to diverse community interests and needs and to mobilize
community resources.

Element A: Collaboration with Families and Community Members
Leaders ensure the success of all students by collaborating with families and stakeholders.

» School staff, families and community members interact and communicate regularly to
share ownership for the success of the school

s The school meaningfully engages families in the learning process

Element B: Community Interests and Needs

Leaders respond and contribute to community interests and needs to provide the best possible education
for students and their families.

» Thesuccess of all students is promoted through collaboration among family and community
partners

o School leadership welcomes and responds to diverse community interests and needs
and mobilizes community resources

o Families and community members from a diversity of cultures and backgrounds are
engaged as partners in the learning process

* Structures are in place to ensure all stakeholders, regardless of position or viewpoint, are
engaged in the leaming community

Element C: Community Resources
Leaders maximize shared resources among schools, districts and communities in conjunction with
other organizations and agencies that provide critical resources for children and families.

e Community resources are leveraged to meet student needs such as after-school food

sources, health care services, employment opportunities, social services and additional
educational services

e School resources are used to support the needs of students and their families

SEED: Connecticut's System for Educator Evaluation and Development Pilot State Model Page 30 12/11/2012



EXAMPLES OF EVIDENCE FORLEADER EVALUATION RUBRIC

Performance Expectation 5;: Ethics and Integrity
Education leaders ensure the success and well-being of all student and staff by modeling ethical behavior
and integrity,

Element A: Ethical and Legal Standards of the Profession
Leaders demonstrate ethical and legal behavior.

e Expectations for professional and ethical behavior are clearly communicated and
modeled by schoo! personnel

¢ Program implementation and outcome data are monitored to ensure equity and guarantee that
all students are justly served

s There are audits of student and adult data to ensure privacy and confidentiality are maintained

Element B: Personal Values and Beliefs:
Leaders demonstrate a commitment to values, beliefs and practices aligned with the vision, mission and
goals for student learning,

e Each person in the learning community is known, valued and respected

¢ Influential educational, political and community leaders are mobilized to advocate for the
vision, mission and goals of the school

» Theschool is a positive learning environment that supports the success of all students by
meeting their physical, emotional, social and academic needs

Element C: High Standards for Self and Others.
Leaders model and expect exemplary practices for personal and organizational performance, ensuring
accountability for high standards of student learning.

e Life-long learning is modeled by staff through engaging in professional learning that is
aligned with the vision, goals and objectives of the school

e Current educational research and best practices are reflected in all facets of the school

+ Resources are equitably allocated to the core components of student academic, social,
emotional, behavioral and physical development as well as to educator quality

» Technology is appropriately used for learning and communication purposes

+ The learning community is inspired to work together toward high levels of student performance
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EXAMPLES OF EVIDENCE FORLEADER EVALUATION RUBRIC

Performance Expectation 6: The Education System
Education leaders ensure the success and achievement of all students and advocate for their student,
Jaculty and staffneeds by influencing social, cultural, economic, legal and political contexts affecting
education.

Element A: Professional Influence
Leaders improve the broader, social, cultural, economic, legal and political contexts of education for
all students and families.

e The goals of the school and education more broadly are promoted and advocated for
throughout the school community

¢ Internal stakeholders are equipped with talking points and advocacy plans so they can
influence key external groups with a consistent voice

Element B: The Educational Policy Environment
Leaders uphold and contribute to policies and political support for excellence and equity in education.

e Stakeholders are routinely updated on the progress toward meeting goals and realizing the vision
® The school complies with legal and ethical requirements in relationships with all
stakeholders and clearly communicates all applicable state, federal and district policies,
procedures and guidelines

* Structures and systems are in place to review compliance with all laws

Element C: Policy Engagement
Leaders engage policymakers to inform and improve education policy.

e Theschool leader is a visible ambassador for education in the learning community and in the
district, city, state or nation

¢ Deliberate relationships with policy makers are developed to influence policy and advocate
for programs that improve education
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